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ABSTRACT 
 
Organisational success originates from employees’ willingness to use their abilities 
and skills so that an organisation continues to achieve its strategic objectives and thus 
remains competitive.  The organisation’s task is to encourage and nourish these 
motivated employee inputs by putting effective rewards in place (Markova and Ford, 
2011, p. 813.).  In view of this, the purpose of this study was to gain a deeper 
understanding of the State IT Agency’s official performance-based rewards and to 
establish whether these rewards enhance employee motivation. 
 
A descriptive survey research design was adopted.  The study targeted all 86 
employees occupying non-managerial positions (Job level A1 – D1) at the State IT 
Agency – Eastern Cape.  The study thus included the entire population.  A structured 
questionnaire was used to collect data.  Collected data was analysed using SPSS 
(Statistical Package for Social Sciences) for descriptive and inferential statistics.  The 
results of the study were presented in frequency tables, cross-tabulations, histogram 
and line charts. 
 
The study revealed that intrinsically motivated employees are also motivated by 
financial and non-financial rewards.  The research also showed that a statistically 
significant relationship exists between the number of years in the current position and 
employee motivation.  This study’s results further revealed low levels of employee 
motivation as well as job dissatisfaction amongst the employees, dissatisfaction with 
the rewards provided by the organisation and that the State IT Agency is not providing 
employees with motivational factors perceived by employees as motivational.   
 
The study thus concluded that when the State IT Agency rewards outstanding 
employee performance with a performance-based bonus and a salary increase such 
employees’ motivation levels should be enhanced.  It was recommended that the 
State IT Agency should design a total rewards strategy for the purpose of maximising 
the impact of various rewards on employee motivation.  The State IT Agency should 
also focus on eliminating factors leading to employee dissatisfaction before 
implementing the proposed total rewards strategy because dissatisfied employees 
cannot be motivated.  
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1. CHAPTER 1:  SCOPE OF THE STUDY 
 
1.1 INTRODUCTION 
 
Organisations throughout Africa are concerned with having productive, committed 
and enthusiastic workers who produce excellent organisational performance.  To 
achieve this, organisations have to put motivation at the centre of their businesses 
(Bagraim, Cunningham, Pieterse-Landman, Potgieter, Viedge and Werner, 2011, p. 
90).  
 
Literature by different scholars identified rewards as one of the important factors 
necessary to motivate employees to contribute their best efforts and thus generate 
innovative ideas that lead to better business functionality and further enhance the 
overall company performance, both financially and non-financially.  No organisation 
can achieve its strategic objectives without its employees.  Markova and Ford (2011, 
p. 813) are of the opinion that the success of an organisation originates from the 
employees’ commitment to use their creativity, skills and expertise in favour of the 
company whilst the organisation’s role is to inspire and encourage these motivated 
employee efforts by putting effective rewards in place. 
 
According to DuBrin (2013, p. 205) making employees feel motivated and satisfied 
with their work is an essential role of the management.  Motivation is described by 
Nel, Werner, Poisat, Sono, Du Plessis, Mey and Ngalo (2014, p. 265) as “a driving 
force within a person which stimulates the individual to do something up to a specific 
target level in order to fulfil some need or expectation”.  Motivated people voluntarily 
and enthusiastically do more than what is required of them.   
 
It is worth noting that people are not motivated by the same things, at the same time, 
for the same reason or with the same intensity (Nel et al., 2014, p. 266).  Hence, 
reward systems need to be designed carefully and used effectively to encourage 
individuals to reach organisational goals. 
 
On the other hand, DuBrin (2013, p. 205) brings another perspective that links 
leadership, motivation and employee engagement.  According to him, the leader 
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needs to use motivation techniques to help keep employees engaged.  Engagement 
is reflected in the employee’s willingness to stay with an organisation and go beyond 
the call of duty.  Swathil (2013, p. 1) adds to this viewpoint by stating that employees 
who are engaged in their work give companies competitive advantages which 
include higher productivity and organisational sustainability.   
 
It is thus crucial for organisations to develop a strategic reward system for their 
employees and then recognise and reward exceptional employees so that 
employees can see a direct link between their performance and the reward they 
receive.  The employees will then be motivated to perform exceptionally well, 
knowing that they will also be rewarded accordingly.  The organisation will then 
experience higher productivity due to increased employee performance.  This will 
then lead to positive economic spin-offs as high work performance should improve 
organisational profit and thus improve the economy. 
 
1.2 THE PROBLEM STATEMENT 
 
According to the State IT Agency’s reviewed version of 2015 – 2019 Strategic Plan 
(2016a, p. 3), the State IT Agency is classified as a schedule 3A entity.  A schedule 
3A entity is an extension of a public entity with the mandate of fulfilling a specific 
economic or social responsibility of government.  Since its inception in 1999, the 
State IT Agency has been single-mindedly configured as a single point of entry for 
Government to procure, develop and deploy Information and Communication 
Technology (ICT) solutions, transform the digital capabilities of the State  
(e-Government) and help contribute to the creation and attainment of an efficient, 
effective and development-oriented public service that serves the citizens better and 
quicker.   
 
As indicated in State IT Agency’s reviewed version of 2015 – 2019 Strategic Plan 
(2016a, p. 3), the State IT Agency entered the ICT market as a critical player, 
buoyed by the growing government ICT spend, to realise the economies of scale and 
neutralise the market forces in favour of a digitally connected and technologically 
enabled government that would bridge the digital divide and transform the apartheid 
economy which had excluded the marginalised sections of the population. 
Page | 3  
 
The State IT Agency’s mandate is derived from the shareholders’ objectives.  The 
State IT Agency is mandated to improve service delivery to the public through the 
provision of Information Technology (IT), Information Systems (IS) and related 
services in a secured information system environment to departments and public 
bodies (RSA, 1998, p. 45).  It is intended to promote the efficiency of departments 
and public bodies through the use of information technology (RSA, 1998, p. 45).  The 
underlying operational principle of the State IT Agency is to be a self-funding and 
financially sustainable public entity. 
 
The development of the strategic direction of the State IT Agency is derived from its 
mandate, South African government priorities and South African government ICT 
priorities.  For the period of 2015 – 2019, the South African government decided that 
the State IT Agency should become more focused on IT procurement, e-government 
and data security (RSA, 2016a, p. 3).  
 
The State IT Agency has been faced with a number of challenges in delivering its 
mandate as stipulated in the South African Agency Act 88 of 1998.  Poor service 
delivery has been identified as one of the critical challenges as this threatens the 
survival of the State IT Agency (RSA, 2016a, p. 27).  The quality of service delivery 
to clients deteriorated to such an extent that many customers have asked the South 
African Parliament for an exemption from using the State IT Agency’s services (RSA, 
2016a, p. 27).   
 
In order to understand where the State IT Agency stands in terms of its performance 
and health, the State IT Agency commissioned an Organisational Health Index (OHI) 
survey conducted by McKinsey and Company.  The McKinsey and Company’s 
Organisational Health Index (OHI) survey measured the State IT Agency in 9 
dimensions:  direction, leadership, culture and climate, accountability, coordination 
and control, capabilities, motivation, external orientation, innovation and learning 
(RSA, 2016a, p. 34).  The State IT Agency OHI survey was sent to 2,979 State IT 
Agency employees and a total of 1,564 employees responded (n = 1564).  McKinsey 
and Company then compared the State IT Agency OHI results with more than 2,000 
organisations in order to determine the global rating. 
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The State IT Agency OHI report prepared by McKinsey and Company indicates that, 
while most organisations typically show spikes in some areas and opportunities for 
improvement in others, the State IT Agency falls into the bottom quartile in all nine of 
organisational health dimensions (RSA, 2014, p. 13).  Figure 1.1 below, shows the 
rounded average percentage of employees indicating “strongly agree” and “agree”.  
The biggest gap is in ‘motivation’ (14%), while performance is strongest in 
‘capabilities’ (56%). 
 
 
 
(Source:  RSA, 2014, p. 13) 
 
Overall, the State IT Agency displays a weak health profile with all dimensions falling 
into the bottom quartile.  McKinsey and Company further mentioned that 
organisations only need to excel in a limited number of dimensions to achieve top 
quartile health, as long as none of the other dimensions are broken (RSA, 2014, p. 
13).   
Figure 1.1:  The State IT Agency OHI Results 
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Figure 1.2 below, shows the State IT Agency OHI scores for the highest (capabilities; 
56%) and the lowest (motivation; 14%) dimensions.  The OHI questions on 
motivation were meant to ascertain the presence of enthusiasm that drives State IT 
Agency employees to put in an extraordinary effort to deliver results.  Significantly, 
out of 1,564 employees, only 219 employees strongly agreed and agreed (14%) on 
the perspective of motivation whilst 1,345 employees strongly disagreed and 
disagreed (86%), (RSA, 2014, p. 14).   
 
Figure 1.2:  Lowest and highest scoring of OHI dimensions 
 
 
(Source: Researcher’s own construct based on State IT Agency OHI report prepared 
by McKinsey and Company) 
 
The OHI questions on capabilities were meant to ascertain the presence of the 
institutional skills and talents required to execute the State IT Agency’s strategy and 
create a competitive advantage.  In terms of capabilities, out of 1,564 employees, 
876 employees strongly agreed and agreed (56%) whilst 688 employees strongly 
disagreed and disagreed (44%), (RSA, 2014, p. 14).  
 
The effectiveness of skilled employees is likely to be limited if they are not motivated 
to perform (Aktar, Sachu and Ali, 2012, p. 11).  If capabilities exist in the absence of 
employee motivation, they will be ineffective.  High levels of employee capability 
without employee motivation will not assist the organisation in achieving its strategic 
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goals.  Motivation is thus required to drive employees to use their capabilities for 
delivering organisational objectives. 
 
Applying the same argument made earlier by Aktar et al. (2012, p. 11) to the case of 
the State IT Agency, capabilities at 56% will be ineffective as 86% of the employees 
are demotivated.  Without the high numbers of motivated employees, the State IT 
Agency will not be able to deliver on its strategic objectives.  Not being able to 
deliver the organisation’s strategic objectives will directly impact on organisational 
profitability as revenue targets will not be met due to the non-delivery of agreed 
services.  Hunter, Schmidt and Judiesch (1990, p. 28) assert that motivated 
employees are more efficient, more productive and more willing to deliver on their 
performance objectives than the employees who are experiencing low levels of 
motivation. 
 
As noted earlier, the State IT Agency’s strategic direction is derived from its 
mandate, government priorities and government ICT priorities.  Therefore, the failure 
of the State IT Agency to deliver on its strategic objectives due to its employees’ lack 
of motivation will not only threaten its survival but will also impact negatively on 
government ICT-based services.  Poor service delivery received by government from 
the State IT Agency will also have a negative impact on ICT-dependant public 
services rendered to citizens.   
 
The State IT Agency has heeded the call from the shareholders and has also 
considered OHI results.  Thus in executing its 2014-2019 strategic objectives, the 
State IT Agency has committed itself to ensuring that data security will be in the 
foreground alongside ICT procurement, e-government and the building of a 
sustainable healthy organisation (RSA, 2016a, p. 3). 
 
The State IT Agency Board and the Executive Committee (RSA, 2016a, p. 3), 
systematically identified four priority practices necessary for building a healthy 
organisation as:   
 
 Developing a customer-focused organisation with motivated, responsible and 
accountable employees.  
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 Recognising and rewarding exceptional employees.  
 Building an open and trusting culture.  
 Creating an environment that fully utilises employees’ capabilities (RSA, 
2016a, p. 3). 
 
The motivation for the study was enhanced by the disappointing results of the OHI.  
This study took into consideration two out of the four identified priority practices of 
building a sustainable healthy organisation.  The first priority practice is developing a 
customer-focused organisation with motivated, responsible and accountable 
employees and the second one is that of recognising and rewarding exceptional 
employees.    
 
Therefore, the purpose of this study was to gain a deeper understanding of the State 
IT Agency’s official performance-based rewards and to establish whether these 
rewards enhance employee motivation. 
 
1.3 RESEARCH QUESTIONS 
 
The questions that this study will seek to answer are as follows: 
 
RQ1: Which job factors are preferred by the State IT Agency employees for 
motivational purposes? 
 
RQ2: How are the organisation’s official performance-based rewards perceived 
by the employees? 
 
RQ3: Does the organisation meet the employee needs by providing them with job 
factors they have identified as motivators? 
 
RQ4: Are the State IT Agency employees motivated? 
 
RQ5: Is there a relationship between rewards and employee motivation? 
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1.4 RESEARCH OBJECTIVES 
 
The primary objective of the study was to gain a deeper understanding of the State 
IT Agency’s official performance-based rewards and to establish whether these 
rewards enhance employee motivation. 
 
To achieve the above-mentioned primary objective, the following secondary 
objectives were formulated: 
 
(i) To conduct an extensive literature review on motivation, rewards systems and 
the impact of rewards on employee on motivation. 
 
(ii) To develop a questionnaire which comprises of instruments for addressing the 
research questions (RQ1 - RQ5). 
 
(iii) To study the entire population of 86 State IT Agency employees within the 
Eastern Cape. 
 
(iv) To analyse the data using the STATISTICA computer software program. 
 
(v) To record and interpret the empirical results. 
 
(vi) To draw conclusions, provide managerial recommendations and indicate 
research gaps for future research. 
 
Two main research constructs have been identified for this study, and these are 
indicated in Figure 1.3 as follows:  
 
 
 
(Source: Researcher’s own construct)  
Figure 1.3:  The research construct 
Page | 9  
 
1.5 HYPOTHESIS TESTING 
 
Hypothesis testing is an inferential statistical process of testing the validity of the 
sample claim.  This is to test if the claim made about the sample is representative of 
the population (Wegner, 2012, p. 187).  Hypothesis testing is in the form of testing 
two statements that are mutually exclusive to each other to determine which 
statement best describes the population (Collis and Hussey, 2014, p. 201).  The 
variables identified through the literature review on employee motivation were used 
to draw the hypotheses statements. 
 
The following hypotheses were investigated in this study:   
 
H01 : Intrinsically motivated employees are not motivated by other rewards i.e. 
financial and non-financial rewards. 
 
HA1 : Intrinsically motivated employees are also motivated by other rewards i.e. 
financial and non-financial rewards. 
 
H02 : Financial rewards have no significant impact on employee motivation  
 
HA2 : Financial rewards have a significant impact on employee motivation 
 
1.6 SIGNIFICANCE OF THE STUDY 
 
The South African government is under tremendous pressure to improve the manner 
in which it delivers essential services to citizens.  The State IT Agency plays a critical 
role in enabling such by ensuring government modernisation through developing and 
deploying innovative government IT services, transforming the digital capabilities of 
the state (e-Government), ensuring citizen access to e-Government services and 
protecting the information security assets of the South African Government.   
 
The State IT Agency is also responsible for the protection of Government information 
security assets which include the Government’s Private Telecommunication Network 
(GTN) and government servers storing highly sensitive data that could be lucrative in 
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the hands of criminals.  This highly sensitive citizens’ data includes, but is not limited 
to, finger prints, identity numbers, passport numbers, criminal records, drivers’ 
license information, car registration records, health records, financial data, tax 
records, social grants data, physical and postal addresses, military data, Senior 
Certificates including Grade 12 examination question papers.  
 
The importance of ICT Security cannot be over-emphasised enough.  Organisations 
worldwide, and more so Governments, are constantly under attack from individuals 
and sophisticated cybercriminal organisations, which by any means possible, aim to 
access sensitive government IT systems and data (Eggers, 2016, p. 1).  Eggers 
(2016, p. 1) further confirms that such attacks are performed using a wide range of 
techniques, from impersonation through to brute force attacks on ICT infrastructure 
through advanced and sophisticated technologies. 
 
Protecting the Information Security assets of the South African Government is a 
pivotal task of the State IT Agency.  Security threats can be experienced in several 
ways such as the unavailability of ICT services, destruction of data due to hardware 
or software failures, denial of services, infection by malicious software and 
compromising data.  The State IT Agency has to ensure that the GTN is operational 
and responds adequately to multiple usages as can be expected from government 
users and citizens.   
 
The State IT Agency, as a custodian of the Government Private Telecommunication 
Network (GTN) and the Government data servers needs to be in the forefront of 
defence against ICT security threats.  The GTN is the channel through which data is 
moved from government to citizens and back to government.  The channel for 
transmitting this data from government to citizens and back to government is 
dependent on broadband which enables large amounts of data to be transmitted 
simultaneously.   
 
Based on the World Economic Forum (2011, p. 49), broadband enhances 
opportunities for a sustainable and inclusive way of living, providing citizens with 
opportunities to learn and live in different ways and to interact with the government 
and each other, thereby facilitating the growth of the ICT sector.  Working from home 
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can become a realistic option for many organisations, leading to more efficient 
working practices and to a reduced carbon footprint (World Economic Forum, 2011, 
p. 49). 
 
The South Africa National Development Plan (NDP) 2030 (RSA, 2011, p. 14) has 
identified ICT as an accelerator of economic growth with broadband being a key 
contributor to opportunities for employment, enhancement of industrial 
competitiveness and improved efficiency in government operations.  Therefore, ICT 
plays a critical role in enabling government to deliver services to their citizens and 
support the country’s economic competitiveness.   
 
The State IT Agency Act of 88 of 1998 stipulates that the State IT Agency is the only 
company that can work on Government Private Networks (RSA, 1998, p. 8), hence, 
the South African Government relies solely on the State IT Agency to successfully 
execute the broadband project which involves 3 phases:  building phase, operating 
phase and maintenance phase.  The building phase of the project entails:  the 
installation of broadband network, integration into the Government Private Network 
(GPN), installations and commissioning of network equipment.  More details on the 
Broadband Project are provided in Annexure 1.   
 
Within schools, the broadband network project will provide the State IT Agency with 
a platform to deploy e-Government services which can qualitatively transform the 
South African public sector education in all nine Provinces (RSA, 2016a, p. 3).  The 
deployment of e-Government services within schools will provide teachers with an IT 
platform that can be used to enhance their teaching skills and performance through 
online collaboration and access to best-in-class teaching instructions.  These e-
Government solutions will also afford the South African Department of Education an 
opportunity to come closer to realising the goals of the National Development Plan 
2030 that relates to “Improved Quality of Basic Education” (RSA, 2011, p. 16). 
 
The State IT Agency has an opportunity to be part of the generation that will create 
the reality for teachers and students in government schools in terms of realising their 
full potential and begin to interact productively with the world, outside of the 
limitations of their classrooms, districts and thus envisioning a global and bigger 
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world.  The deployment of these e-Government services will also provide teachers 
with an IT platform that can be used to enhance their teaching skills and 
performance through online collaboration and access to best-in-class teaching 
instructions.  These e-Government solutions will also afford the South African 
Department of Education an opportunity to come closer to realising the goals of the 
National Development Plan 2030 that relates to “Improved Quality of Basic 
Education” (RSA, 2011, p. 16). 
 
This broadband project has the potential for bringing economic vibrancy as it creates 
a platform for the deployment of Government application services (e-Government) 
that will allow citizens to conveniently access government services from anywhere, 
at any time and thus enhance government efficiency and the citizens’ experiences of 
government services. 
 
The South African National Development Plan has identified Information Technology 
(IT) as an important tool for improving service delivery as it can be used to make 
services more accessible, reduce the cost of accessing services, streamline 
administrative processes and improve turnaround times (RSA, 2011, p. 14).  The 
State IT Agency is required to play an ever increasing role in assisting the 
government in delivering basic services to its citizens through the effective use of 
information technology goods and services which includes the installation of 
broadband. 
 
In order to deliver on its mandate, it is important that the State IT Agency has 
employees who are motivated and innovative to design, develop and deploy 
innovative solutions and digital capabilities of the state (e-Government) in order to 
elevate the manner in which government delivers services to the community through 
the use of Information Technology (IT).  These employees need to be motivated and 
well-capacitated with requisite skills and competencies to handle current and future 
business needs so that the State IT Agency continues to be the ICT provider of 
choice to South African Government.   
 
Without skilled and motivated employees, the State IT Agency will never be able to 
achieve its mandate, vision and strategic objectives.  According to Sajuyigbe, Olaoye 
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and Adeyemi (2013, p. 27), employees are the ‘engine’ of organisational vehicles 
while reward is the ‘fuel’.  State IT Agency employees need to be motivated as 
motivated employees are keen to voluntarily and enthusiastically do more than what 
is required of them.   
 
Motivated employees are critical to the State IT Agency as they will go the extra mile 
when it comes to deploying e-government solutions and also in creating the agility to 
defend the government turf by consistently designing innovative solutions that are 
robust enough to stand against any form of cyber-attack.  The State IT Agency also 
has to implement the necessary operational structures, standards, business 
processes and management technologies to effectively respond to any threat to the 
ICT landscape under its management. 
 
The State IT Agency employees need to be motivated to continuously design 
solutions that are robust against any form of cyber-attack and to ensure that all ICT 
services offered to Government are deployed in a manner that secures all of 
Government’s information assets.  These employees need to continuously come up 
with innovative solutions for elevating the manner in which government delivers 
services to the citizens through the use of information technology (RSA, 2014, p. 49) 
 
Motivated State IT Agency employees will voluntarily go the extra mile when it 
comes to protecting Government Information Security (GIS) assets.  Should hackers 
breach government servers, the entire community, economy and businesses will be 
negatively affected due to the high costs related to identity theft.  Identity theft will 
happen when hackers use the citizens’ stolen identity information, such as citizens’ 
names, identity numbers, or other financial information to commit fraud or other 
crimes.  The breach of the government data systems also possesses the ability to 
disrupt or even destroy government operations, banking transactions, businesses, 
military weapon systems and even wreak havoc on South Africa’s entire digital 
infrastructure (Eggers, 2016, p 1). 
 
It is critical for the State IT Agency to have motivated and engaged employees as 
their work environment requires employees to proactively manage vulnerabilities and 
to always be vigilant as new threats surface every day and being breached is no 
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longer a matter of ‘if’, but ‘when’.  The State IT Agency work environment requires 
motivated employees who are always willing to go beyond the call of duty and 
consistently develop a knowledge-base to proactively manage vulnerabilities (RSA, 
2016a, p. 48). 
 
As much as the failure of the State IT Agency in delivering ICT-based services will 
have a negative impact on government service delivery, its success will also impact 
positively on government service delivery.  A better State IT Agency is equal to a 
better country; a country where there is economic development, social upliftment and 
real growth. 
 
Markova and Ford (2011, p. 813) mention that organisational success originates 
from the employees’ willingness to use their creativity, abilities and skills so that an 
organisation continues to remain competitive and the organisation’s task is to 
encourage and nourish these motivated employee inputs by putting effective rewards 
in place.  
 
Heng (2012, p. 211) asserts that it is worth noting that an organisation that fails to 
reward employees will experience lower productivity due to decreased employee 
performance and an efficient reward system can be a good motivator but an 
inefficient reward system demotivates employees and leads to low productivity, 
internal conflicts, absenteeism, high-turnover, lack of commitment and loyalty.  It is 
thus crucial for organisations to develop a strategic reward system for their 
employees in order to retain competent employees and which will result in a 
sustainable competitive advantage. 
 
The significance of this study is to fill the gap in reward and employee motivation 
literature in the context of the IT sector within the South African perspective and to 
identify what kind of rewards the State IT Agency employees in Eastern Cape value 
most and it aimed to explore the perception of the State IT Agency employees 
towards the current reward strategies of their organisation.  This study will also serve 
as groundwork for further studies to be carried out in this field.   
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Besides, the findings of the study are important for the State IT Agency’s 
management in improving the reward systems for better motivating employees as 
Aworemi, Abdul-Azeez and Durowoju (2011, p. 232) emphasise that the key to 
motivating employees is knowing what motivates them and then design a motivation 
programme based on those needs. 
 
1.7 METHODOLOGY OF THE STUDY 
 
Quantitative research is described by Collis and Hussey (2014, p. 5) as objective in 
nature as the researcher is independent from what is being researched.  Quantitative 
research uses large samples, and tests hypotheses.  These authors further confirm 
that this type of research is unbiased and the results can often be generalised to a 
wider population.  The basic assumption of quantitative research is that reliability and 
validity can be objectively measured (Collis and Hussey, 2014, p. 5). 
 
Qualitative research, according to Collis and Hussey (2014, p. 5) is more subjective 
and humanistic as the researcher interacts with what is being researched.  
Qualitative research uses small samples and generates theories.  The basic 
assumption of qualitative research design is that reliability can be tested through 
verification.  Validity of the qualitative research design is high (Collis and Hussey, 
2014, p. 5). 
 
1.7.1 The Research Paradigm  
 
For this study, the researcher chose a quantitative method, otherwise known as a 
positivistic study, as the study looked at the statistical relationship of performance-
based rewards in enhancing motivation of the State IT Agency’s employees. 
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1.7.2 Population of the study 
 
State IT Agency’s Eastern Cape employee list as at 01 April 2017 was used as the 
source of reference for this study population.  The employee list included employee 
job levels, their full names and e-mail addresses.  The population of the study was 
then finalised by means of including all employees occupying positions below 
Managerial – Executive level.  The decision to base the study on non-managerial 
employees is motivated by the difference in rewards strategies of managerial and 
non-managerial employees.   
 
Given the small number of 86 employees occupying non-managerial positions (job 
level A1 - D2) in the organisation mentioned above, the study included the entire 
population.  The researcher distributed the questionnaires to the entire population of 
the study via e-mail.  Questionnaires were returned to the researcher, who then 
numbered them.   
 
1.7.3 Data Analysis 
 
The data was analysed using the STATISTICA computer software program.  
Elements that were tested in data analysis were validity, reliability and quantitative 
data analysis.  Construct validity was used to measure if the instrument measured 
what it was supposed to measure (Sekaran and Bougie, 2009, p. 160).  Both 
exploratory and confirmatory data analyses were utilised in order to be able to report 
on the descriptive and inferential statistics obtained.  
 
1.8 ETHICAL CONSIDERATIONS 
 
Ethics are defined by Quinlan (2011, p. 70) as a set of moral principles that are 
acceptable to a wider group or community.  The author also describes ethical 
guidelines as standards by which researchers need to evaluate their own conduct.  
To ensure ethical consideration of this study, with each questionnaire given, an 
information letter describing the nature of the study with the contact details of the 
researcher was attached.   
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Prospective respondents were also advised that their participation was voluntary and 
that they had the right to withdraw from the study at any stage.  Confidentiality and 
anonymity were guaranteed as no respondent names were required on the 
questionnaire and these questionnaires were only numbered with a unique number 
upon their return.  The study’s ethical standards were also assessed in accordance 
with the Form-E ethics clearance process of the Nelson Mandela Metropolitan 
University (see Annexure 5). 
 
1.9 DELIMITATIONS OF THE STUDY 
 
As the research was limited only to the State IT Agency non-managerial employees 
within the Eastern Cape, the findings cannot be generalised to represent the view of 
the State IT Agency employees in South Africa.  Since the study excluded 
managerial and executive level employees, the sample size is limited.  The research 
does, however, give an in-depth understanding of the State IT Agency current 
performance-based rewards.   
 
Furthermore, limitations were set on motivation theories used to analyse motivation 
and employee satisfaction with the reward system.  The following theories were 
considered to be relevant to this study:  Herzberg’s Motivation-Hygiene Theory, the 
Fifty-Fifty Theory, the Expectancy Theory and Goal-setting Theory.   
 
At State IT Agency, official performance-based rewards are either in the form of a 
bonus or a salary increase.  As indicated in State IT Agency Remuneration Policy 
(2012, p. 9), the performance-based rewards are not considered as part of the Total 
Guaranteed Package (TGP).  TGP includes all guaranteed items such as salary, car 
allowance, medical aid, retirement fund, legislated and non-legislated allowances 
such as Unemployment Insurance Fund (UIF), Pension Fund and employee’s tax 
commonly referred as PAYE.  Performance-based rewards are over and above TGP 
and, therefore, are not guaranteed and typically form part of short-term incentive 
(RSA, 2012, p. 9).  For the purpose of this study, State IT Agency’s official  
performance-based rewards include an annual bonus and an annual salary increase. 
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Additionally, the questionnaire was filled in anonymously and was thus limited to 
being analysed on a general and not an individual basis. 
 
1.10 OUTLINE OF THE STUDY 
 
The study has five (5) chapters that follow the outline discussed below:  
 
Chapter 1 introduces the scope of the study, which deals with the problem 
statement, research questions, objectives, hypothesis, research methodology of the 
study and chapter layout of the study. 
 
Chapter 2 discusses motivation as a dependant variable and rewards as 
independent variables.  This includes a review of the related literature, reflecting on 
different types of rewards and their impact on employee motivation.  It further reflects 
on prior studies on motivation and employee engagement.  Chapter 2 also presents 
a hypothesised model based on the theoretical framework. 
 
Chapter 3 discusses the research design and methodology in greater depth.  This 
includes the research paradigms, method of the study, the measuring instrument and 
the analysis of the data obtained. 
 
Chapter 4 reflects on the empirical results obtained from the quantitative data.   
 
Chapter 5 discusses the conclusions reached in the study in terms of the managerial 
implications they present and concludes the study.  This chapter highlights the main 
findings of the study, the limitations and recommendations of the study and reflects 
on elements for future research. 
 
1.11 CHAPTER SUMMARY  
 
This chapter outlined the background, rationale, study objectives and also introduced 
the problem statement and how it impacts on the organisation where the study was 
conducted.   
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This chapter further highlighted that organisations throughout Africa are concerned 
about having productive, committed and enthusiastic workers who produce excellent 
organisational performances.  Putting motivation at the centre of the business has 
been identified as a prerequisite for achieving organisational performance.  It has 
been noted as well that motivation leads to commitment, commitment leads to 
engagement and engagement leads to high performance, hence it is important for 
organisations to know what motivates their employees.   
 
Rewards were thus identified as one of the important factors necessary to motivate 
employees to contribute their best efforts and thus generate innovative ideas that 
lead to better business functionality and further enhance the overall company 
performance, both financially and non-financially.  It has been noted as well that an 
efficient reward system motivates employees whilst inefficient reward systems tend 
to demotivate employees and thus lead to low productivity, internal conflicts, 
absenteeism, high turnover, lack of commitment and loyalty.  Organisations are thus 
required to continuously evaluate how employees value their existing rewards and 
then take the steps necessary to enhance their impact. 
 
In addition, the steps to attempt to address and solve the problem and sub-problems 
in order to achieve the research objectives were outlined.  Having outlined the 
background, rationale, and study objectives in this first chapter, a review of the 
related literature is given in the next chapter.    
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2. CHAPTER 2:  LITERATURE REVIEW 
 
2.1 INTRODUCTION 
 
Employee motivation is essential for any organisation that is concerned about having 
a workforce that is productive, committed and enthusiastic to produce excellent 
organisational performance (Bagraim et al., 2011, p. 90).  Although there are many 
factors that contribute to productivity, job performance is regarded as the most 
significant one.  Job performance is a function of four variables: understanding of the 
task to be performed, ability to perform, work environment and motivation (Schraw, 
Crippen and Hartley, 2006, p.111).  
 
Motivation has long been a focal topic for scholars in such that different approaches 
such as Expectancy Theory, Equity Theory, Goal-Setting Approaches, the Job 
Design Approach and the Reward and Recognition Approach have been developed 
and adopted in various parts of the world with the intention of increasing employee 
performance, asserts Edirisooriyaa (2014, p. 311).  Willingham (2007, p. 8) explores 
the same point of view that an abundance of motivational theories were developed 
for the purpose of explaining the nature of employee motivation.  
 
Markova and Ford (2011, p. 813) are of the opinion that the success of an 
organisation originates from the employees’ commitment to use their creativity, skills 
and expertise in favour of the company whilst the organisation’s role is to inspire and 
encourage these motivated employee efforts by understanding what motivates them 
and then put effective rewards in place. 
 
Nel et al. (2014, p. 266) explores the same point of view in that it may be challenging 
for an organisation to determine what motivates its employees as people are not 
motivated by the same things, at the same time and for the same reason or with the 
same intensity.  Hence, reward systems need to be designed carefully and also need 
to be used effectively to encourage individuals to reach organisational goals.  
 
Page | 21  
 
This chapter will focus on key concepts such as the definition of motivation, theories 
of motivation and different types of rewards.  This chapter further shows how 
rewards impact on employee motivation.   
 
2.2 MOTIVATION 
 
The concept of motivation has been defined in the literature by various authors 
highlighting motivation as the result of interaction between an individual and the 
situation (Aworemi et al., 2011, p. 228).  The authors further noted that an 
individual’s motivational drive differs and that individual motivation varies from 
situation to situation.   
 
Nel et al. (2014, p. 265) defined motivation as “a driving force within a person which 
stimulates the individual to do something up to a specific target level in order to fulfil 
some need or expectation”.  This definition is further reiterated by Ndung’u and 
Kwasira (2016, p. 799) by citing Uzonna (2013) who adds that motivation is the inner 
directing drive that leads towards attaining the goal.  Similarly, Burton (2012, p. 6) 
asserts that motivation causes an individual to act voluntarily.  The author further 
asserts that it is the discretion of an individual to decide to be motivated or not.  Ngui 
(2014, p. 40) also agrees that motivation is the desire to achieve some given targets 
at any given time. 
 
Motivation has been eloquently defined by Bagraim et al. (2011, p. 82) as the 
internal force that influences individuals' direction, intensity and persistence of 
voluntary behavior.   
 
Bagraim et al. (2011, p. 82) further explain these three components of motivation as 
follows: 
 
a) Direction is the first component of this definition based on an individual 
engaging their effort – the direction of one’s behavior.  People decide where to 
put their effort, therefore, motivation is goal-directed not random.   
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b) The second part of this definition is intensity, the amount of effort an individual 
allocates to the goal.   
 
c) The third part of the definition is about the willingness of an individual to 
continuously persevere in attempts for achieving his or her goals (Bagraim et 
al., 2011, p. 82).   
 
For the purpose of this study, the Bagraim et al. definition of motivation will be 
adopted because it is broad and simple.  Additionally, as this study is focused on 
motivation in a workplace environment, it is therefore crucial that this study also 
adopts Beardwell and Claydon’s (1994, p. 491) definition of motivation.   
 
These authors define motivation in the context of work, as a “psychological process 
that results from the interaction between an employee and the work environment and 
it is characterised by a certain level of willingness”.  Employees are willing to 
increase their work efforts in order to attain a specific desire that they hold 
(Beardwell and Claydon, 1994, p. 491). 
 
Pipitone and Bruce (1998, p. 1) assert that when talking about motivation from an 
organisational perspective, it is important to note that: “You can only influence what 
employees are motivated to do.  In other words, employees do things because they 
believe that it will fulfil some current or future personal goal or desire they have”.  
Therefore, it is important for an organisation to identify what motivates their 
employees and then attempt to match employees’ personal objectives with 
organisational objectives (Pipitone and Bruce, 1998, p. 3).   
 
This idea was also reiterated by Gebauer, Lowman and Gordon (2008, p. 19) who 
assert that an organisation that fails “to understand what drives its employees’ 
behaviour, what makes people tick and what ticks them off, will fail to achieve the 
maximum return on investment from their people”.  Similarly, Sihag (2016, 256) adds 
that when management fails to make employees identify their driving forces, 
employees become demotivated and dissatisfied. 
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Ngui (2014, p. 41), citing different scholars, asserts that motivating employees is one 
of the very complex roles of an organisation due to the fact that it is difficult to see it 
into another person, hence it has to be inferred from ones behaviour (William and 
Kinicki, 2008 cited in Ngui, 2014, p. 41).  Additionally, scholars’ complexity of 
motivation is based on the fact that what motivates employees changes constantly 
(Bowen and Radhakrishna, 1991 cited in Ngui, 2014, p. 41). 
 
According to Clark (2010, p. 17) citing (Nelson, 1999) organisations are concerned 
with employees’ motivation to increase the level of performance of their workforce in 
order to get more from their Return on People (ROP).  Also DuBrin (2013, p. 207) 
asserts that Vroom (1995) gave the formula that “Performance = f(Ability x 
Motivation)”.  Based on this formula, by increasing employee motivation there 
should, hypothetically, be an increase on employee performance DuBrin (2013, p. 
207).   
 
Motivated people voluntarily and enthusiastically do more than what is required of 
them, asserts Nel et al. (2014, p. 265).  According to DuBrin (2013, p. 205) making 
employees feel motivated and satisfied with their work is an essential role of the 
management.  On the other hand, Melaku (2016, p. 18) asserts that employees can 
also motivate themselves by pursuing work which fulfils individual goals and needs.   
 
2.3 TYPES OF MOTIVATION 
 
According to the literature, there are two types of motivations, namely: extrinsic and 
intrinsic motivation (Burton, 2012, p. 12; Melaku, 2016, p. 18; Yoon, Sung, Choi, Lee, 
and Kim, 2015, p. 386).  These two types of motivations are simplified in 2.1 and 
further described below.    
 
Table 2.1:  Criterial for motivational rewards 
 
Motivation Effect Example 
Extrinsic Has an immediate effect but tends not to last for long. Do work because of being paid. 
Intrinsic Tends to have a long-term effect since it is inherent in 
individual. 
Do work because I want to. 
(Source:  Burton, 2012, p. 12) 
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2.3.1 Extrinsic Motivation 
 
Psychologists, Deci and Ryan (2000, page 56) defined intrinsic motivation as “the 
doing of an activity for its inherent satisfactions rather than for some separable 
consequence.  When intrinsically motivated a person is moved to act for the fun or 
challenge entailed rather than because of external prods, pressures, or rewards.”  
Additionally, intrinsic motivation has been defined by Amabile, Hill, Hennessey and 
Tighe (1994, p. 950) as “the motivation to work primarily in response to something 
apart from the work itself, such as reward or recognition or the dictates of other 
people”.  In short, an activity is performed to attain a certain outcome, for example, 
when an employee only performs a job for the money (Ryan and Deci, 2000, p. 68).   
 
According to Yoon et al. (2015, p. 386), extrinsic motivation is driven by the presence 
of external rewards as an individual performs an activity due to an instrumental value 
attached to that activity, such as recognition, economic gain and appraisal.  Melaku, 
(2016, p. 18) supported the same point of view that extrinsic motivation is driven by 
factors outside an individual, such as money or rewards or punishments.  The author 
further emphasises that these rewards provide satisfaction that may not necessarily 
be provided by the task itself.  Hence, an extrinsically motivated person might work 
on a task even when they have minor interest in it (Melaku, 2016, p. 18).   
 
Besley and Ghatak (2014, p. 14) reiterate that the essence of intrinsic motivation is 
pursuing a task due the direct enjoyment received from it rather than any form of 
goal orientation.  The authors further refer to two things that have been emphasised 
in the psychological literature as contributing to enhanced intrinsic motivation:  
autonomy and competence.  The former is having freedom of choice over aspects of 
how the job is performed and the latter refers to employees being more motivated by 
performing jobs they are good at (Besley and Ghatak, 2014, p. 16). 
 
2.3.2 Intrinsic Motivation 
 
Intrinsic motivation comes from inside an individual, asserts Melaku (2016, p. 18).  
This type of motivation comes from the satisfaction an individual gets in completing 
or even working on a task.  Responsibility, opportunity to use and develop skills, 
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interesting work and opportunities for career advancement are some the factors that 
influence intrinsic motivation (Melaku, 2016, p. 18).  Likewise, Burton (2012, p. 12) 
supports the idea that intrinsic motivation is for self-satisfaction as the reward is 
within the action itself and does not need external factors to drive such behaviour.  
Additionally, Yoon et al. (2015, p. 386) believe that intrinsically motivated individuals 
perform activities for internal satisfaction or the challenge that the activity itself 
provides.  Amabile et al. (1994, p. 950) also agree that intrinsically motivated 
behaviour is self-initiated as an employee performs an activity for its own sake.  For 
instance, an intrinsically motivated employee may go to work because he or she 
likes to learn new things regarding the job.   
 
Csikszentmihalyi (1991) as cited in Matheson (2012, 229) emphasises that intrinsic 
motivation tends to occur in an environment where employees perform tasks that 
enable them to make full use of their expertise and also have the ability to choose 
their goals.  Amabile et al. (1994, p. 950) further assert that elements of intrinsic 
motivation include curiosity, competence, interest, enjoyment, self-determination and 
job involvement.   
 
2.4 THEORIES OF MOTIVATION 
 
According to Bagraim et al. (2011, p. 85), the study of motivation has created two 
major theoretical bodies of knowledge: content theories and process theories.  The 
authors further explain that content theories of motivation focus on specific factors 
that motivate individuals, whilst process theories attempt to describe and analyse 
how people are motivated – that is, how the workers’ needs influence their own 
behaviour (Bagraim et al. 2011, p. 85).  Also Khan and Iqbal (2013, p.21) assert that 
content theories describe what motivates people and process theories describe why 
people are motivated.  This idea is further reiterated by Chiang and Jang. (2008, p. 
314) who add that process theories are working models of the decision-making 
processes that individuals consider in order to determine whether they will be 
motivated to pursue a certain task and sustain a certain level of productivity.  
Process theories help describe and explain how behaviour is directed, sustained or 
stopped (Chiang and Jang, 2008, p. 314).  Additionally, Melaku (2016, p. 24) brings 
another perspective stating that process theories originate from cognitive theories 
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which state that behaviour is the result of conscious-decision making processes.  
The following motivational theories were considered to be relevant to this study:   
 
The first one is Herzberg’s Motivation-Hygiene Theory.  This theory states that 
motivators motivate the individual and lead to job satisfaction, whereas, the hygiene 
factors need to be in place if employees are to feel no dissatisfaction but that does 
not lead to job satisfaction (Bagraim et al. (2011, p. 95). 
 
The second theory is the Fifty-Fifty Theory that states that motivation comes from 
both within an individual and from external sources (Axelsson and Bokedal, 2009, p. 
16). 
 
The Expectancy Theory is the third theory and this theory suggests that employees 
are more likely to be motivated to perform when they perceive that there is a strong 
link between their performance and the reward they receive (Fey and Bjorkman, 
2001; Guest, 2002 and Mendonca, 2002 all cited in Aktar et al., 2012, p. 11). 
 
Goal-setting Theory is the last theory to be discussed and places great emphasis on 
the importance of setting specific goals for the employees.  This theory states that 
when employees understand what an organisation expects from them, employees 
are more likely to be motivated and thus perform better than employee whose goals 
are vague (Beardwell and Clayton, 2007 as cited in Ndung’u and Kwasira, 2016, p. 
802).  
 
It is also worth noting that the sequence in which these motivational theories are 
discussed has absolutely nothing to do with their level of importance as they are 
viewed of equal importance when it comes to motivating employees.  
 
2.4.1 Herzberg’s Motivation-Hygiene Theory 
 
Based on his study, Herzberg discovered factors that he labelled as motivators and 
hygiene factors (Bagraim et al., 2011, p. 94).  Motivators focus on work and these 
include achievement, work itself, advancement, recognition, responsibility and 
growth (Burton, 2012, p. 10).  Similarly, hygiene factors are factors that are related to 
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job dissatisfaction, asserts Burton (2012, p. 10).  Hygiene factors include the 
organisational policies, administration, pay, rewards, job security and working 
conditions (Burton, 2012, p. 10).   
 
According to Bagraim et al. (2011, p. 95), motivators motivate the individual and lead 
to job satisfaction, whereas, hygiene factors need to be in place if employees are to 
feel no dissatisfaction but that does not lead to job satisfaction.  Zeb, Rehman, 
Saeed and HamidUllah. (2014, p. 299), make the same point citing Herzberg, that 
motivators are intrinsic motivational factors, are job-related and internal to an 
individual such as recognition, whereas hygiene factors are extrinsic motivational 
factors which remove dissatisfaction such as salary, working condition and 
relationship with colleagues. 
 
Melaku (2016, p. 23) citing the results of Herzberg’s experiment, emphasised that 
employees who were satisfied with their job cited motivators such as achievement, 
recognition, the work itself, responsibility, advancement and growth.  On the other 
hand, employees who were dissatisfied with their jobs cited hygiene factors such as 
pay, rewards, working conditions, company policy and quality of supervision.  
Additionally, Svodziwa, Kurete and Gwangwara (2016, p. 167) assert that Herzberg 
in his study also identified the top six factors leading to satisfaction and another top 
six factors leading to dissatisfaction.  These are listed in Table 2.2, below. 
 
Table 2.2:  Herzberg's factors leading to satisfaction and dissatisfaction 
 
 
(Source:  Svodziwa et al., 2016, p. 168) 
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Melaku (2016, p. 23) further highlights that Herzberg, in his experiment, found that 
removing dissatisfying characteristics from a job does not necessarily make the job 
satisfying.  Herzberg thus proposed a dual continuum where the opposite of 
satisfaction would be no satisfaction and the opposite of dissatisfaction would be no 
dissatisfaction (Melaku, 2016, p. 23).  This point of view has been further elaborated 
by Zeb et al. (2014, p. 300) that the opposite of satisfaction is not dissatisfaction and 
the opposite of dissatisfaction would not be satisfaction. 
 
Bloisi, Cook and Hunwaker (2007, p. 202) explore the same point of view that simply 
removing an employee’s causes of dissatisfaction will not cause an employee to be 
motivated, whilst Safiullah (2015, p. 86) citing Herzberg, Mausner and Snyderman 
(1959) stated that when motivators are present in a job, motivation will thus occur.  
Also Ferreira, Neto, Vasconcelos and Souki (2016, p. 47) argue that employees get 
satisfaction when motivator factors are fulfilled, whilst the hygiene factors trigger 
dissatisfaction when they are not in place.  This idea is further reiterated by 
Svodziwa et al. (2016, p. 168) who add, by citing Werner (2006), that focusing on 
eliminating factors leading to dissatisfaction my relieve dissatisfaction but will not 
necessarily create satisfaction and motivation. 
 
Based on Khan and Iqbal’s (2013, p.25) literature, Herzberg’s Motivation-Hygiene 
Theory is summarised as follows: 
 
Table 2.3:  A summary of Herzberg's Motivational Theory 
 
 Hygiene Factors Motivator Factors 
Main 
concept 
Involves those things surrounding the 
job. 
Concerned with the content of the 
job. 
Examples of 
these factors 
Job security, working conditions, 
quality of supervision or management, 
interpersonal relationships at work, 
status salary, etc. 
Job challenge, job responsibility, 
job achievement, employee 
recognition and growth, etc. 
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 Hygiene Factors Motivator Factors 
Absence of 
these factors 
The absence of these factors may 
cause employee dissatisfaction and an 
unhealthy environment in an 
organisation. 
The absence of these factors will 
not create dissatisfaction; 
however, that employee will not 
be in a position to experience 
satisfaction. 
Presence of 
these factors 
The presence of these factors 
employees will feel no dissatisfaction 
but will not lead to job satisfaction. 
The presence of these factors can 
act as a motivator and lead to job 
satisfaction 
 
(Source: Researcher’s own construct derived from Khan and Iqbal, 2013, p.25) 
 
Axelsson and Bokedal (2009, p. 15) are of the opinion that an organisation invests in 
rewards systems with an assumption that money is the only thing that motivates 
employees.  The authors support their opinion by citing Herzberg’s theory which 
refers to money as a hygiene factor as it creates dissatisfaction if not received in 
appropriate amounts (Axelsson and Bokedal, 2009, p. 15).  Likewise, Biddle (2015, 
p. 4) also supports the idea citing Herzberg’s theory which states that too little money 
can infuriate employees.   
 
According to Melaku (2016, p. 23), Herzberg’s theory further asserts that that 
organisations cannot begin to motivate employees until that which dissatisfies 
employees has been removed.  This point of view has been further elaborated by 
Zeb et al. (2014, p. 300), citing Net et al. (2001), that dissatisfied employees cannot 
be motivated until such employees get rewarded, therefore, they advise the 
organisations to resolve hygiene factor challenges before introducing motivators in 
the workplace. 
 
2.4.2 Adair’s Fifty-fifty Rule 
 
John Adair’s Fifty-Fifty Rule in motivation states that fifty percent of motivation 
comes from within a person and the remaining fifty percent comes from the 
environment (Axelsson and Bokedal, 2009, p. 16).  In other words, motivation comes 
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from intrinsic and extrinsic factors.  The authors further assert that this rule is not 
used to declare the exact proportions but the fact that a significant part of motivation 
lies within a person and the other part lies beyond personal control. 
 
According to this rule, leaders are seen as key factors in the environment of those 
who work for them, but their power is limited.  As the proverb says; “you can take a 
horse to water, but you cannot make it drink” (Axelsson and Bokedal, 2009, p. 16).  
Earlier study by Schraw et al. (2006, p.111) suggested that job performance is a 
function of four variable factors: understanding of the task to be performed, ability to 
perform, work environment and motivation.  This is in line with Ngui’s (2014, p.19) 
reference to the Ability Motivation Opportunity (AMO) Theory which claims that 
employees will perform better when they have the ability to do so (because they 
have the necessary knowledge and skills to do the job), they have the motivation to 
do so (they will do the job because they want to) and finally, their performance will be 
enhanced if their work environment provides the necessary support and job-related 
tools.  This idea is also supported by Svodziwa et al. (2016, p. 167) who add 
fundamental requirements for an outstanding employee performance, these being: 
job specific knowledge, tools required for the job and also the will or motivation to 
perform the task at hand.   
John Adair’s Fifty-Fifty Rule in motivation is in line with Pipitone and Bruce’s (1998, 
p. 1) argument which states that: “You can only influence what employees are 
motivated to do.  In other words, employees do things because they believe that it 
will fulfil some current or future personal goal or desire they have”.  Also Boninelli 
and Meyer (2011, p. 363) agree with this view emphasising that employees who 
have the inner motivation are central to the success of the organisation as these 
employees are willing to perform and also want to perform.   
 
2.4.3 Vroom’s Expectancy Theory 
 
According to DuBrin (2013, p. 206), the expectancy theory of motivation is based on 
the principle that the amount of effort people expend depends on how much reward 
they expect to get in return.   
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This theory contains three basic components:  valance, instrumentality and 
expectancy.  These elements are explained by DuBrin (2013, p. 207), as follows: 
 
 Valance is the worth or attractiveness of an outcome.  This outcome is 
anything that might stem from performance, such as a reward. 
 
 Instrumentality refers to an individual assessment of the probability that 
performance will lead to certain outcomes.  Instrumentality is also referred to 
as a performance-to-outcome expectancy as it relates to the outcome people 
expect from performing in a certain way.  When people engage in a particular 
behaviour, they do so with the intention of achieving a desired reward. 
 
 Expectancy is referred to an individual assessment of the probability that 
effort will lead to correct performance of the task.  Therefore, expectancies 
influence whether a person will even strive to earn a reward.  It is further 
noted that self-confident people and engaged employees have higher 
expectancies.  Having necessary capabilities and the resources necessary to 
perform the task at hand also increase the person’s subjective sense that he 
or she can perform the task (DuBrin, 2013, p. 207).   
 
 
Moodley (2012, p. 26) asserts that Vroom’s Expectancy Theory stems from a belief 
that employees make conscious decisions about the achievement of certain goals 
through considering the opportunity for being successful and the relationship 
between success and effort.  Employee motivation to perform is derived from the 
need for the specific intrinsic or extrinsic reward that will follow from being successful 
in achieving the goal (Moodley, 2012, p. 26). 
 
Likewise, Malik, Butt and Choi (2015, p. 59) are of the opinion that that the 
Expectancy Theory endorses the positive relationship between rewards and 
employee performance.  As long as individual performance leads to the attainment of 
valuable rewards, such individual will perform the target behaviour for its 
instrumentality.  Earlier study by Torrington, Hall, Taylor and Atkinson (2009, p. 16), 
has suggested that the Expectancy Theory emphasises that employees will change 
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their behaviour by working harder when assured that their hard work will lead to 
valuable rewards. 
 
DuBrin (2013, p. 207) further asserts that valance, instrumentality and expectancy 
must be present for motivation to take place.  To be motivated, employees must 
value the reward, think they can perform and have a reasonable assurance that their 
performance will lead to a reward (DuBrin, 2013, p. 207).  Shahzad (2013, p. 58) 
indicates that rewards will motivate behaviour only if the rewards are valued by the 
employee.  Also Zeb et al. (2014, p. 303) citing Schultz (1982) maintain that 
employees will be committed and work hard to successfully complete the job to 
required standards if they are assured that such performance will bring some reward 
or recognition such as promotion, salary increase and appreciation.  
 
According to Aworemi et al. (2011, p. 229), Expectancy Theory shows that 
individuals have goals and are also motivated towards actions that will ensure 
achievement of such goals.  It is thus suggested that managers should discuss how 
employee goals, such as career advancement, salary increase, promotion and so 
on, can be earned when they perform the job to required standards and such 
standards should form the basis for administering employee rewards.  If not, 
problems will occur in terms of an employee’s lack of confidence in organisational 
policy and the result may be detrimental to the working environment (Aworemi et al., 
2011, p. 229).  Also Danish and Usman (2010) cited by Zeb et al. (2014, p. 303) 
emphasise that employees are highly motivated when the organisation’s rewards 
and recognition factors include sufficient career growth opportunities. 
 
2.4.4 Locke and Latham’s Goal Theory 
 
According to by DuBrin (2013, p. 211), Goal Theory states that individuals who are 
provided with specific goals perform better that those who are given nonspecific 
goals or no goals at all.  In addition, Ndung’u and Kwasira (2016, p. 802) cited 
Beardwell and Clayton (2007) asserting that the Goal Theory is motivational because 
employees who understand what an organisation expects from them are likely to 
perform better than an employee whose goals are vague. 
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DuBrin (2013, p. 211) further asserts that the goal as well as the rewards linked to 
attaining the goal must be discussed with the employee rather than such goals being 
imposed on the employee.  Acceptance of the goal by the employee is also critical 
as this will encourage the employee to incorporate this goal when executing his or 
her daily tasks (DuBrin, 2013, p. 211).   
 
DuBrin (2013, p. 211) reinforces the importance of providing sufficient and timely 
performance feedback to the employee (DuBrin, 2013, p. 211).  The effects of 
providing adequate and timely performance feedback to the employees has been 
further elaborated by Ndung’u and Kwasira (2016, p. 802) citing increased feelings of 
achievement, an increased sense of personal responsibility towards the task, 
reduced uncertainty and also encouragement for the employee to refine his or her 
performance. 
 
Taylor and Pierce (1999, p. 424) highlight the motivational effect of the Goal Theory 
which suggests that performance feedback, when paired with goal-setting, informs 
employees as to whether or not they are on the right path and if so, whether or not 
more effort is needed for attaining the assigned organisational goals. 
 
Ndung’u and Kwasira (2016, p. 802) further emphasise that the Goal Theory is 
essential in motivating employees through a performance-based reward system.  
Employees will get the rewards after achieving the pre-set organisational goals that 
are linked to the overall organisational objectives (Ndung’u and Kwasira, 2016, p. 
802). 
 
Moodley (2012, p. 11) cites Locke and Latham (2002), who claimed that goal-setting 
processes resulted in a 19% increase in production levels of the companies they 
studied.  The Goal-setting theory maintains that employees’ objectives are a 
significant part in formulating their behavioural patterns.  This theory is based on the 
assumption that employee’s performance will improve if they strive towards a definite 
goal as opposed to vague goals (achieve R5,000,000 sales revenue per quarter as 
opposed to do your best).   
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On the contrary, Tosi, Rizzo and Carroll (1994, p. 236) suggest that the goal-setting 
theory has been criticised for not taking into consideration the individual differences 
and goal complexity.  These authors further support their argument by maintaining 
that goals difficulty, individual priorities and personality differences, such as self-
esteem, might affect individual willingness to achieve goals.  Hence, these need to 
be taken into consideration.  On that note, Moodley (2012, p. 12) further 
acknowledges that factors such as employee differences, personality, previous work 
experience, education level and training all influence the effectiveness of the  
goal-setting model. 
 
2.5 EMPLOYEE MOTIVATIONAL FACTORS 
 
According to Nel et al. (2014, p. 266), employees are not motivated by the same 
things and for the same reasons nor with the same intensity.  Also Ngui (2014, p. 
41), citing different scholars, asserts that motivating employees is one of the very 
complex roles of an organisation due to the fact that it is difficult to see it in another 
person, hence it has to be inferred from ones behaviour (William and Kinicki, 2008 
cited in Ngui, 2014, p. 41).   
 
Literature does not claim that individuals are motivated only by either intrinsic factors 
or extrinsic factors.  However, it argues that individuals are also motivated by 
intrinsic factors when they reward themselves for a certain level of performance such 
as feeling that they have accomplished a personal goal, learning a new skill or by 
doing a job that is intellectually stimulating and exciting.  Therefore, the literature 
review further highlights that individuals can be motivated both by extrinsic factors 
provided by the organisation and by the intrinsic factors that they give to themselves 
(Burton, 2012, p. 12; Melaku, 2016, p. 18; Yoon et al., 2015, p. 386).   
 
Ndung’u and Kwasira (2016, p. 799) quoting Cristescu, Stanila and Andreica (2013) 
assert that employees can be motivated intrinsically and extrinsically, hence an 
organisation needs to consider a rewards strategy that includes complementary 
motivational factors for their employees.  Svodziwa et al. (2016, p. 167) expressed a 
similar opinion, noting that an organisation that fails to provide employees with job 
factors that lead to job satisfaction such as, opportunities for growth, career 
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advancement, additional responsibilities and recognition will thus have a dissatisfied 
team that also lacks motivation.  Svodziwa et al. (2016, p. 167) further highlight the 
importance for an organisation to realise that there is a high probability of achieving 
employee motivation when also concentrating on employee intrinsic motivational 
factors as compared to providing only the traditional "carrots" (salary, fringe benefits, 
status, etc.). 
 
Ochenge and Susan (2014) cited in Ndung’u and Kwasira (2016, p. 799) emphasise 
that a wide range of complementary rewards are important in motivating employees.  
Ndung’u and Kwasira (2016, p. 799) further cite Ochenge and Susan (2014) 
suggesting that rewards such as career development, good working environment 
and appreciation as employees have different motivational preferences.  Similarly, 
Mohamed (2015) cited in Ndung’u and Kwasira (2016, p. 800) identifies other 
motivational factors that should be considered by organisations as they largely 
contribute to employee motivation.  The authors further mention a feeling of the 
employee being involved, job security, support of seniors on personal problems, 
discipline, promotion and career development, amongst others, as motivational 
factors. 
 
According to Miller (2014, p. 12) motivation get enhanced when employees are 
enabled to meet their objectives by being given a fair amount of responsibility, the 
tools of trade to succeed, enough autonomy, opportunities to advance, and a sense 
of purpose.  Involving employees in decisions that affect their work such as adjusting 
job content and thus allow them to focus on using their skills, abilities, and strengths 
have all been proven to enhance employee motivation (Miller (2014, p. 12). 
 
Ngui (2014, p. 42) quoting Locke (1997) maintains that motivation is determined by 
goal directness, free will, perceived needs and desires, sustaining the actions of 
individuals in relation to themselves and to their environment.  On that note, Ngui 
(2014, p. 42) asserts that in order to motivate employees, an organisation must treat 
people as individuals, empower workers, provide an effective reward system, 
redesign jobs, and create a flexible workplace. 
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Research has established that as employee income increases, money becomes less 
of a motivator (Dessler, 2008 cited in Ngui, 2014, p. 42).  Ngui (2014, p. 42) further 
highlights the importance of an organisation being aware of the motivational bases of 
its rewards strategies.  According to Jehanzeb, Rasheed and Rasheed (2012, p. 
273) incentives and rewards are the most favoured factors for employee motivation.  
This idea is supported by Ngui (2014, p. 39) who also considers that financial 
incentives and rewards can be true motivators but only when balanced against the 
potential drawbacks and used in conjunction with ongoing verbal recognition, 
encouragement and good working environment. 
 
According to Dessler (2008) cited in Ngui (2014, p. 43) recognition has a positive 
impact on performance in conjunction with financial rewards.  Praising employees for 
achieving their goals is vital as it maintains an enjoyable work environment.  
Recognising employees’ success is essential, and equally important is inspiring 
employees to work toward achievements.  Employees will be motivated and inspired 
by knowing that the organisation values their contributions and that the organisation 
is confident in their capabilities (Dessler, 2008 cited in Ngui, 2014, p. 43). 
 
An empirical study by Aworemi et al. (2011, p. 227) drew attention to the importance 
of certain factors in motivating employees in Nigeria.  The study sought to describe 
the ranked importance of the following seven motivating factors: (a) job security, (b) 
personal loyalty to employees, (c) interesting work, (d) good working conditions, (e) 
good wages, (f) promotions and growth in the organisation, and (g) full appreciation 
of work done.  The study focused on 15 mid-sized companies involved in 
Educational Consultancy, Hotel and Catering Services, Transportation services, 
Retail services and Manufacturing.  Findings of the study suggest that good working 
conditions, interesting work, and good pay are key factors to higher employee 
motivation.  The study further suggested reward systems that include job 
enlargement, job enrichment, promotions as well as monetary and non-monetary 
compensation. 
 
A study by Aktar, Sachu and Ali (2012) cited in Ndung’u and Kwasira (2016, p. 804) 
established that career advancement opportunities for employees were effective in 
motivating workers and enhancing performance.  The study assessed the impact of 
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rewards on employee performance in commercial banks in Bangladesh.  Also 
Mwanje (2010) as cited in Ndung’u and Kwasira (2016, p. 805) delved into career 
development and staff motivation focusing on the bank of Uganda.  The study used a 
case study research design where the data was collected using self-administered 
questionnaires.  The study found that career advancement significantly influenced 
staff motivation.  Additionally, Ndung’u and Kwasira (2016, p. 804) further cited 
earlier research by Armstrong (2008) which emphasised the importance of 
opportunities to grow as a way of rewarding the workforce and thereby motivating 
them. 
 
Uzonna (2013), quoted in Ndung’u and Kwasira (2016, p. 806), while assessing the 
impact of motivation on performance of CreditWest bank in Cyprus, established that 
the use of non-cash rewards were a cost-effective and efficient technique of 
improving employee motivation which was linked to better performance.  The study 
recommended that managers ought to provide growth opportunities and more 
challenging work in order to motivate employees. 
 
In addition, Omollo’s (2015) descriptive research, cited in Ndung’u and Kwasira 
(2016, p. 806), assessed the impact of motivation on employee performance.  The 
study focused on employees of a Kenyan Commercial Bank in Migori, Kenya.   The 
study noted that employees were motivated by monetary rewards more than non-
monetary rewards.  A good working environment was also noted to contribute to 
increased motivation of employees.  Generally, it was noted that motivation was key 
to improved performance and Omollo (2015) thus recommended that bank 
managers should have a comprehensive motivation scheme that is linked to 
employee output (Ndung’u and Kwasira, 2016, p. 806). 
 
Ngui (2014, p. 806 refers to an empirical study that focused on the Malaysian retail 
sector by ArunKumar (2014) which examined the relationship between employee 
motivation, satisfaction and organisational commitment.  The major objective of the 
study was to establish the motivating and de-motivating factors that influenced job 
satisfaction and establish the relationship between motivation, job satisfaction and 
organisational commitment.  It was noted that motivating variables such as financial 
benefits, non-financial benefits, opportunities for promotion, good salary, training and 
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development contributed to overall employee motivation and satisfaction in their 
jobs.   
 
2.5.1 Selected Job Motivational Factors 
 
Aworemi et al. (2011, p. 232) emphasise that the key to motivating employees is 
knowing what motivates them and then design a motivation programme based on 
those needs.  This being the case, this study has thus considered four (4) job 
motivational factors in order to understand what motivates State IT Agency’s 
employees.  The motivational factors include:  rewards, good working environment, 
performance management practices and job satisfaction.   
 
Table 2.4 below, has the selected job motivational factors and further indicates 
whether the selected job motivational factors are intrinsic or extrinsic and also 
financial or non-financial.  The Table 2.4 below, also indicates which job motivational 
factor are categorised as rewards as this study focused on rewards as the 
independent variable. 
 
Table 2.4:  Selected job motivational factors 
 
Variable Intrinsic Extrinsic Financial 
Non-
Financial 
Rewards - Salary increase  x x  
Rewards – Performance Bonus  x x  
Rewards - Career Advancement   x  x 
Rewards - Sense of accomplishment x   x 
Rewards - Recognition of a job well done  x  x 
Job satisfaction x   x 
Performance Management Practices  x  x 
Good working environment  x  x 
 
(Source: Researcher’s own construct) 
 
It is worth noting that the sequence in which these job motivational factors are 
discussed has absolutely nothing to do with their level of importance as they are of 
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equal importance when it comes to employee motivation.  The selected motivational 
factors include: 
 
2.5.1.1 Rewards 
 
This study considered rewards as an independent variable, therefore, rewards are 
discussed in details in the next section.  It is also worth noting that performance 
bonus and salary increase are the only financial rewards mentioned in Table 2.4 due 
to the following reasons: 
 
 State IT Agency’s variable pay (performance-based pay) includes only a 
performance bonus and a salary increase.  State IT Agency’s reward strategy 
comprises of a Total Guaranteed Package (TGP) and variable pay or 
performance-based pay.  Performance-based rewards are over and above 
TGP, and, therefore, are not guaranteed and typically form part of  
short-term incentive (RSA, 2015, p. 18).   
 
 The aim of the study was to review State IT Agency’s official  
performance-based rewards and not all rewards, i.e. all rewards received by 
the employees that are over and above the TGP.  Therefore, State IT 
Agency’s official performance-based rewards are performance bonus and a 
salary increase. 
 
2.5.1.2 Good working environment 
 
Selecting ‘good working conditions’ as one of the motivational factors for this study 
was inspired by the results of an empirical study done by Aworemi et al. (2011, p. 
227).  This study drew attention to the importance of certain factors in motivating 
employees in Nigeria.  The study focused on 15 mid-sized companies involved in 
Educational Consultancy, Hotel and Catering Services, Transportation services, 
Retail services and Manufacturing.  Good working conditions were considered as the 
best motivator by the employees.  Aworemi et al. (2011, p. 227) are of the opinion 
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that the results of the study are due to the fact that when the environment is 
conducive for working, people tend to bring out the best in them. 
 
Freedman (1978) as cited in Sajuyigbe et al. (2013 p. 29) argues that when effective 
rewards and recognition are implemented within an organisation, a favourable 
working environment is produced which motivates employees to excel in their 
performance.  Likewise, Pouchová (2011, p. 153) notes that good work conditions in 
most cases indirectly stimulate the work motivation.  The author further provides 
examples of factors that are part of working conditions.  These are the possibility of 
promotion, salary, organisational culture, actual conditions of work, care for 
employees and so on (Pouchová, 2011, p. 153).  Additionally, Ngui (2014, p. 38) 
asserts that a reward strategy will enhance employee motivation when the work 
environment provides more opportunities for the contributions of the employees to be 
valued and recognised. 
 
2.5.1.3 Performance Management Practices (PMPs) 
 
Performance Management Practices (PMPs) were considered for this study due to 
the fact that State IT Agency’s performance-based rewards are linked to the 
employee’s performance levels.  It is indicated in the State IT Agency Performance 
Management Policy (RSA, 2015, p. 18) that in order to encourage outstanding 
employee performance, variable pay is thus linked to outstanding employee 
performance.  The State IT Agency Performance Management Policy (RSA, 2015, p. 
18) further states that an employee who has signed a performance agreement and 
also obtains the qualifying score of 71% to 100% on his/her performance agreement 
is eligible to receive variable pay. 
 
This section was also inspired by Locke and Latham’s Goal Theory and Vroom’s 
Expectancy Theory.  Performance Management Practices were thus included for the 
purpose of finding out from the employees whether the State IT Agency sets goals, 
provides sufficient and timely performance feedback to the employee and also 
rewards the employees by providing the variable pay to qualifying employees.  
Additionally, Ndung’u and Kwasira (2016, p. 802) cited Beardwell and Clayton (2007) 
sees Goal Theory as motivational because employees who understand what an 
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organisation expects from them get motivated and are likely to perform better than 
those whose goals are vague. 
 
Additionally, the PMPs were also included to establish from the employees whether 
the State IT Agency creates an environment that encourages employees to perform 
to the best of their abilities by providing the necessary tools and skills that the 
employees need for performing their tasks effortlessly.  This is in line with Ngui’s 
(2014, p.19) reference to the Ability Motivation Opportunity (AMO) theory which 
claims that employees will perform better when they have the ability to do so 
(because they have the necessary knowledge and skills to do the job), they have the 
motivation to do so (they will do the job because they want to) and finally, their 
performance will be enhanced if their work environment provides the necessary 
support and job-related tools.   
 
2.5.1.4 Job Satisfaction 
 
Selecting employee job satisfaction as one of the motivational factors for this study is 
mainly inspired by Melaku (2016, p. 23).  This writer highlights the fact that it is not 
possible to motivate employees until that which dissatisfies employees has been 
removed.  It was thus crucial for this study to determine whether job dissatisfaction 
existed amongst employees as it would not have been possible to suggest an 
implementation of motivational strategies to improve employee motivation without 
including the removal of the factors that dissatisfy employees as a prerequisite.  
 
Jehanzeb et al. (2012, p. 273) citing Balzar et al. (1997) defines job satisfaction as a 
sensation that employees have about their work environment and their expectation 
towards their work, whereas Brief and Weiss (2002) cited by Jehanzeb et al. (2012, 
p. 273) refer to job satisfaction as that which an employee wants or values from a 
job.  Robbins (1993) as cited in Zeb et al. (2014, p. 299) is of the opinion that job 
satisfaction is consistently dependent upon certain factors such as rewards, 
recognition, achievement, job content, nature of work and career advancement that 
is related to intrinsic motivation.  Also Ferreira et al. (2016, p. 47), citing Herzberg’s 
Two Factor Theory, sees motivational factors as those that effectively motivate when 
present because they generate satisfaction.  An earlier study by Probst and 
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Brubaker (2001, p. 139) as quoted in Agwu (2013, p. 49) revealed that the difference 
between job satisfaction and dissatisfaction lies in the amount and the type of 
rewards an organisation gives to the employees and the amount and type of rewards 
expected by the employees.   
 
2.5.2 Linking Selected Motivational Factors - Motivational Theories 
 
The above motivational factors were also inspired by these motivational theories: 
 
i. John Adair’s Fifty-Fifty Rule in motivation which states that fifty percent of 
motivation comes from within a person and the remaining fifty percent comes 
from the environment (Axelsson and Bokedal, 2009, p. 16).  In other words, 
motivation comes from intrinsic and extrinsic factors.  The authors further 
assert that this rule is not used to declare the exact proportions but the fact 
that a significant part of motivation lies within a person and the other part lies 
beyond personal control (Axelsson and Bokedal, 2009, p. 16). 
 
ii. Herzberg’s Motivation-Hygiene Theory which categorised motivation into two 
factors: motivators and hygienes (Grobler et al., 2006 cited in Moodley, 2012, 
p. 10; Zeb et al., 2014, p. 299).  The scholars assert that motivators are 
intrinsic motivational factors and are job-related, such as achievement, 
responsibility, growth, the job itself and recognition, whereas hygiene factors 
are extrinsic motivational factors which remove dissatisfaction such as salary 
and working condition.  The motivators motivate the individual and lead to job 
satisfaction, whereas, the hygiene factors need to be in place if employees 
are to feel no dissatisfaction but that does not lead to job satisfaction 
(Bagraim et al., 2011, p. 95). 
 
iii. Vroom’s Expectancy Theory states that individuals can be motivated both by 
extrinsic rewards and by the intrinsic rewards they give to themselves.  It is 
also worth noting that the Expectancy Theory does not refer to any 
cancellation effect between the two kinds of rewards.  Rather, it maintains that 
“the greatest amount of motivation is present when individuals are doing tasks 
that are intrinsically rewarding to them, when they perform them well, and 
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which at the same time the organisation provides valuable financial and 
recognition rewards for their performance” (Lawler, 1990, p. 78). 
 
iv. Goal-setting Theory places great emphasis on the importance of setting 
specific goals for the employees and ensuring that the employees commit to 
achieving such goals, providing sufficient and timely performance feedback to 
the employee and rewarding accordingly (Wynter-Palmer, 2012, p. 263).  
Wynter-Palmer (2012, p. 263) further asserts that when employees commit 
themselves to a goal, they become highly motivated to achieve it as their self-
esteem and self-worth gets invested in accomplishing such goal. 
 
2.6 REWARDS SYSTEMS 
 
Ngui (2014, p. 38) is of the opinion that rewards demonstrate to employees that their 
behaviour is appropriate and should be repeated.  Bowen (2002) as quoted in Zeb et 
al. (2014, p. 296) describes rewards as “something which is given or received in 
return for an achievement or success”.  Bowen (2002) further adds to this definition 
stating that “reward is given or received as an appreciation of certain behaviour in 
the shape of financial or/and non-financial incentives after certain accomplishment or 
success (Bowen, 2002 as quoted in Zeb et al., 2014, p. 296).   
 
Jehanzeb et al. (2012, p. 273) also define rewards as all categories of financial 
benefits, tangible services and benefits that an employee receives as part of the 
employment relationship.  Organisational rewards structures can also fall under 
comprehensive categories of financial and non-financial rewards (Ndung’u and 
Kwasira, 2016, p. 798).  According to Burton (2012, p. 20) non-financial rewards 
means no monetary reward given to an employee but there is a focus on the 
emotional needs of the employees, whereas financial rewards mean that the 
employee directly receives some kind of monetary rewards (Burton, 2012, p. 16). 
 
Hellman (1997, p. 677) sees recognition as financial and non-financial rewards 
offered by the organisation to its employees after certain accomplishments or 
success.  Zeb et al. (2014, p. 296) differentiates rewards from recognition.  Rewards 
are tangible and intangible incentives such as monetary bonuses, promotions, 
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flowers, etc. offered to an employee for some accomplishment, whereas, recognition 
is the public acknowledgement of an employee’s contribution to the organisation 
such as appreciation or positive feedback from the superiors (Zeb et al., 2014, p. 
296).   
 
Merchant and Van der Stede (2007, p. 404) further highlight that a reward system 
can include both positive and negative rewards with the negative rewards 
manifesting themselves through an absence of positive rewards.  For example, 
positive rewards would be salary increases, bonuses and promotion and the 
negative rewards should thus be no salary increase, no bonuses and no promotion 
(Merchant and Van der Stede, 2007, p. 404). 
 
Along with the motivational aspect of rewards, Melaku (2016, p.11) in citing Kaplan 
and Atkinson (1998) points out that rewards come in two different types.  They can 
either be in a form of an incentive motivation or personal growth motivation.  The 
former is the type of reward that is given to an employee by an organisation.  
Whereas, the latter is a kind of reward that comes from within the individual such as 
any positive feeling, being proud over something, feeling content and happy about 
something that an individual has achieved (Melaku, 2016, p.11 in citing Kaplan and 
Atkinson, 1998).  Furthermore, Aworemi et al., 2011, p. 228; Burton, 2012, p. 13; 
Yoon et al., 2015, p. 385) all point out that rewards may either be intrinsic or 
extrinsic.  Intrinsic and extrinsic rewards are further identified as follows: 
 
2.6.1 Intrinsic Rewards 
 
According to Burton (2012, p. 13), intrinsic rewards come from within a person and 
such rewards are intangible and also non-financial.  Aworemi et al. (2011, p. 228) is 
of the opinion that intrinsic rewards are factors that can influence an individual’s 
motivational processes at work.  Intrinsic rewards are positive emotional experiences 
resulting directly and effortlessly from the individual’s behaviour or results.  This 
includes the enjoyment of learning a new task, a feeling of accomplishment from 
performing a job well and engagement when work is performed effortlessly (Aworemi 
et al., 2011, p. 228).  Argyle (1987) as cited in Matheson (2012, 228) argues that 
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employees who obtain intrinsic rewards tend to be concerned with the requirements 
of the job itself rather than with obtaining external rewards. 
 
2.6.2 Extrinsic Rewards 
 
Aworemi et al. (2011, p. 228) define extrinsic rewards as anything received from 
another person that the recipient values and these are dependent on his or her 
behaviour or results.  Hackman and Oldham (1976), cited in Jehanzeb et al. (2012, 
p. 273), see extrinsic rewards as the benefits provided by the organisation to the 
employee, such as salary, fringe benefits, bonus and career advancement 
opportunities.  Extrinsic rewards do not occur naturally with the behaviour or result.  
Instead, someone introduces these rewards (Aworemi et al., 2011, p. 228).  Burton 
(2012, p. 13) further adds that extrinsic rewards are both tangible and also 
intangible.  Burton (2012, p. 13) also asserts that an individual needs to prove 
themselves to another person in order to obtain extrinsic rewards.   
 
Intangible extrinsic rewards are moderately less noticeable and they originate from 
other actors in the work environment, such as the leader and colleagues (Yoon et al., 
2015, p. 385).  Additionally, Yoon et al. (2015, p. 385) are of the opinion that 
intangible extrinsic rewards are praises and genuine appreciation for a job well done.  
Shalley, Zhou and Oldham (2004, p. 933) assert that intangible extrinsic rewards 
operate as informative feedback that may enhance desired employee behaviour by 
intensifying the attractiveness of such behaviour within the work environment.  
Hackman and Oldham (1976) cited in Jehanzeb et al. (2012, p. 273) also refer to 
extrinsic intangible rewards as rewards that come from the job itself including 
motivational attributes of the job such as role clarity, autonomy and training.   
 
Additionally, Ndung’u and Kwasira (2016, p. 798) point out that extrinsic rewards fall 
under comprehensive categories of financial and non-financial rewards.  Financial 
rewards include salary increase, performance bonuses, company shares or any 
other financially-related form of recognition that is provided by the organisation to the 
employee.  On the contrary, extrinsic non-financial rewards may include an 
opportunity to work on a new task, receiving praises and thanks for outstanding work 
achievements or any other non-financially-related form of recognition (Aworemi et 
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al., 2011, p. 228).  Also Melaku (2016, p.13) makes the same point in citing Jaghult 
(2005) who sees getting a ‘thank you’ from a manager or receiving gratitude from 
colleagues both as examples of extrinsic non-financial rewards.  It can thus be 
concluded that extrinsic rewards are tangible, intangible, financial and non-financial. 
 
Zingheim and Schuster (2000, p. 193) bring another perspective highlighting an 
advantage of non-financial rewards over financial rewards as the aspect of being 
provided to any employee at any time.  An organisation can immediately reward and 
acknowledge something of importance that was not necessarily planned, such as 
unexpected and outstanding achievements of employees.  Non-financial recognition 
can be exclusively meaningful to the recipient since it can be personalised (Zingheim 
and Schuster, 2000, p. 193). 
 
2.6.3 Purposes of Rewards 
 
“You get what you reward” (Nelson and Economy, 2005, p. 61) 
 
According to Nelson and Economy (2005, p. 61), “if the organisation rewards a 
certain kind of employee behaviour, good or bad, that is what the organisation will 
get more of”.  Melaku (2016, p. 11) notes that every organisation has some form of 
reward system in place, whether it is verbal or not.  Melaku (2016, p. 11) further 
supports this argument by maintaining that employees correspond positively to 
rewards and rewards at the right moment inspire employees and thus create loyalty. 
 
Merchant and Van de Stede (2007, p. 404) emphasise that for a reward system to be 
ideally motivational, the rewards should satisfy all five criteria showed in Figure 2.1, 
below. 
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Figure 2.1:  Criteria for motivational rewards 
 
 
(Source: Researcher’s own construct derived from Merchant and Van de Stede, 
2007, p. 404). 
 
Ngui (2014, p. 37) explored the same point of view which emphasises that an 
organisation that wants to motivate employee behaviour needs to provide an 
effective reward system.  Ngui (2014, p. 37) further supports this argument in quoting 
Goel (2008), in that an effective reward system has four elements:  
 
 Must satisfy the basic needs of most employees. 
 Must be comparable to ones offered by competitors within the same industry 
and in the same area. 
 Rewards need to be made available to all employees in the same positions.  
 Be fairly and equitably distributed. (Ngui, 2014, p. 37) 
 
Also, Burton (2012, p. 22) asserts that rewards should be done spontaneously so 
that they are a surprise and valued by the employee.  On the other hand, Burton 
(2012, p. 22) further notes that recognition should not be overdone as employees 
can start to expect rewards and when they are not given one when they believe they 
should, they may end up discouraged and demotivated. 
 
Melaku (2016, p. 11) points out that organisations implement rewards systems for 
several reasons.  Motivation for enhanced employee performance is seen as one of 
Page | 48  
 
the most fundamental purposes.  Additionally, Flynn (1998, p. 45) maintains that 
rewards systems are used for attracting new employees, stimulating good work 
performance and maintaining employee commitment to the organisation.  Merchant 
and Van de Stede (2007, p. 404) explore the same point of view, i.e. organisations 
implement rewards systems for the purpose of aligning employees’ self-interest with 
the organisation’s objectives.  Additionally, the authors assert that rewards systems 
provide an organisation with two types of benefits as showed in figure 2.2, below.   
 
Figure 2.2:  Benefits of rewards systems 
 
 
(Source: Researcher’s own construct derived from Merchant and Van de Stede, 
2007, p. 404). 
 
Merchant and Van de Stede (2007, p. 404) further explain the benefits of rewards 
showed in Figure 2.2 as follows: 
 
 Rewards are given to employees for motivational purposes.  Employees are 
rewarded to enhance their performance and also to encourage them to work 
hard (Merchant and Van der Stede, 2007, p. 404). 
 
 Personnel-related rewards are given by organisations for the purpose of 
improving their recruitment and retention strategy by offering packages that 
are competitive on the market (Merchant and Van der Stede, 2007, p. 404). 
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According to Yoon et al. (2015, p. 385), rewards have additional purposes, such as 
serving as a token of appreciation from the leader and also as a symbol of 
recognition for the successful completion of an assigned task.  Eisenberger and 
Aselage (2009, p. 95) also report that when employees expect to be rewarded for 
their excellent performance, they strive for better performance by fuelling a  
self-determination that boosts their intrinsic motivation.  Hennessey and Amabile 
(2010, p. 581) further assert that rewards can actually enhance intrinsic motivation 
when they enable employees to do something that they were already motivated to 
do. 
 
Eisenberger and Aselage’s (2009, p. 95) point of view is also supported by Aktar et 
al. (2012, p. 10) who cites Goulder (1960) who considered a norm of reciprocity 
which states that an organisation rewards employees for their effort.  In exchange for 
the rewards received, employees should also reciprocate by increasing their 
commitment towards their work.  Similarly, Eisenberger and Aselage (2009, p. 95) 
stress that when employees are rewarded for their performance, they tend to feel 
negatively about performing below standard and thus strive for better performance. 
 
2.6.4 Pay-for-performance (Variable Pay) 
 
The term ‘performance-based pay’ has been used synonymously with pay-for-
performance, variable pay and merit pay.  Pay-for-performance or variable pay has 
been defined by Agwu (2013, p. 49) as a compensation programme which has a 
guaranteed pay and a portion of an employee’s pay tied to the accomplishments of 
the employee, business unit results and the overall performance of the organisation.  
Pay-for-performance can take many forms including bonus, one-time awards for 
significant performance, salary increase and so forth (Agwu, 2013, p. 49).   
 
Jensen, Mcmullen and Stark (2007) as quoted in Ferreira et al. (2016, p. 48) explain 
that variable pay is part of the organisational reward strategy in which a “variable 
portion of the employee remuneration is linked to the achievement of performance 
targets and results obtained in a given period.”  According to Organization for 
Economic Co-operation and Development (2005) cited in Ferreira et al. (2016, p. 48) 
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“payment for performance refers to the variable part of the salary granted to 
employees according to the achieved performance.” 
 
Merchant (2007) quoted in Melaku (2016, p.13) identified three types of 
performance-based financial rewards, namely:  performance-based salary increases, 
short-term incentive plans and long-term incentive plans.  Melaku (2016, p.13) 
further cites Merchant (2007) highlighting that these performance-based financial 
rewards are always linked to employee performance and are also linked to a specific 
time period.  The performance-based salary increase given to employees is normally 
a small portion of an employees’ salary.  Short-term incentives are given to 
employees in a form of a cash bonus that is based on employee’s performance 
measured on a specific time period such as a year, whilst the long-term incentives 
are rewards based on performance measures overtime periods larger than one year 
(Merchant, 2007 quoted in Melaku, 2016, p.13).   
 
Perry, Mesch and Paarlberg (2006) quoted in Ndung’u and Kwasira (2016, p. 803) 
note that ‘merit pay’ (also referred to as ‘variable pay’) is useful in creating 
consequences of desired behaviour, such as high performance.  Also Goel (2008) 
cited in Ndung’u and Kwasira (2016, p. 799) argues that performance-related pay is 
an effective motivator as it delivers a clear message that high levels of performance 
are expected and will thus be rewarded.  A study by Burton (2012, p. 17) emphasise 
that variable pay benefits both the employer and the employee.  The employee gets 
extra money on top of their guaranteed pay, money they would not have had, and 
the employer gets the best work out of the employee (Burton, 2012, p. 17).  This idea 
is supported by Besley and Ghatak (2014, p. 13) noting that an organisation that 
offers performance-based rewards and incentives enhances employee motivation 
and also improves employee performance.   
 
Likewise, Melaku (2016, p.13) further quotes Merchant (2007) asserting that variable 
pay is used by an organisation to acknowledge outstanding employee’ performance 
as high performers get rewarded.  Merchant (2007) quoted in Melaku (2016, p.13) 
identified two benefits of variable pay.  Firstly, variable pay encourages excellent 
employee performance as the employees are driven by the possibility of being 
rewarded for their outstanding performance.  Secondly, using variable pay is 
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advantageous for the organisation in terms of risk-sharing.  This means that 
compensation expenses varies more with organisation’s performance when the total 
employee compensation is partly variable, making the cost lowers when no profit is 
made and when a profit is made, it is thus shared with the employees.   
 
Suff, Reilly and Cox (2007) quoted in Ndung’u and Kwasira (2016, p. 803) report that 
while looking into the new trends in performance related-pay, it was established that 
performance-related pay has become a stable fixture in many organisations and can 
be used as an effective tool to motivate employees.  However, Suff et al. (2007) 
quoted in Ndung’u and Kwasira (2016, p. 803) cautioned that performance-related 
pay on its own can cannot be used to motivate employees unless used in 
conjunction with other complementary motivational factors. 
 
Besley and Ghatak (2014, p. 13) also criticise performance-based rewards due to 
misdirecting the employees’ efforts away from other tasks.  The authors maintain 
their argument in citing Drago and Garvey (1997) noting that when employees are 
placed on individual pay-for-performance schemes they are less likely to help a 
colleague who is struggling with his/her task (Besley and Ghatak, 2014, p. 13).  
Besley and Ghatak (2014, p. 13) further highlight another negative side of 
performance-based rewards in citing a study in which Jacob and Levitt (2003) found 
evidence of teachers in a Chicago public school cheating to help their students 
perform well on standardised tests as their pay was linked to students’ performance 
in tests.  
 
Besley and Ghatak (2014, p. 12) further suggest that the success of designing 
performance-based rewards is dependent upon finding a way of linking the value of 
monetary rewards to actual employee performance output in order to motivate 
employees.  They further highlight the importance of using various kinds of rewards 
and punishments to enhance accountability, such as monitoring and dismissal 
threats on one hand and variable pay on the other (Besley and Ghatak, 2014, p. 12). 
 
Ndung’u and Kwasira (2016, p. 803) refer to a study conducted in Ghana by 
Boachie-Mensah and Dogbe (2011).  These authors investigated performance-
based pay as a motivational tool for achieving organisational performance.  The 
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main objective of the study assessed the effect of performance-based pay on the 
motivation of employees and on the attainment of organisational objectives in a 
manufacturing company.  The study used questionnaires to obtain data from 20 
managerial staff and 60 non-managerial staff from the company.  The study 
established that the effect of performance-based pay on employee performance was 
insignificant.   
 
In another study, conducted in Ghana by Kirunda (2010) cited in Ndung’u and 
Kwasira (2016, p. 804) performance-based rewards and the performance of teachers 
in private secondary schools in Kampala district were explored.  It was noted that the 
most common types of performance-based rewards used were public appreciation of 
teachers, promotion, packages, overtime pay and allowances.  Moreover, it was 
discovered that performance-based pay affected performance of the teachers by 
motivating them and enhancing their productivity and efficiency. It was 
recommended that rewards ought to be based on performance considerations after 
an objective and accurate evaluation of their effects on the recipient. 
 
2.6.5 The Total Rewards 
 
Armstrong and Brown (2006, p. 22) describe the total reward as a “reward strategy 
that brings job motivational factors such as learning and development, together with 
aspects of the work environment, into the benefits package”.  The total reward 
system considers all the tangible and intangible rewards and also financial and non-
financial rewards as valuable.  Mikander (2010, p. 18) cites Armstrong and Brown 
(2006, p. 22) asserting that total rewards create a bundle where all the different 
reward processes are linked, complementary and mutually boost each other.   
 
The idea of total rewards is supported by Ngui (2014, p. 38) who considers that the 
overall reward system needs to be comprehensive.  Ngui (2014, p. 38) further 
supports this argument by citing Armstrong (2008) who maintained that all people 
are different and therefore, organisations must provide a range of rewards-pay,  
time-off, recognition, or promotion.  This idea is further reiterated by Ngui (2014, p. 
39) who adds by citing Dessler (2006) that establishing meaningful rewards for 
performance is a difficult task because employees are unique and maintain different 
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value systems.  What may reward one employee may not be a reward to others 
(Dessler, 2006 cited in Ngui, 2014, p. 39).  This view corresponds with Nel et al.’s 
(2014, p. 266) reasoning that people are not motivated by the same things, at the 
same time, for the same reason or with the same intensity.  Hence, reward systems 
need to be designed carefully and used effectively to encourage individuals to reach 
organisational goals. 
 
According to Armstrong and Brown (2006, p. 22) organisations implement total 
rewards for the purpose of maximising the impact of various rewards on motivation, 
employee engagement and organisational commitments.  Armstrong and Brown 
(2006, p. 23) described four benefits of a total reward strategy as follows: 
 
 Greater impact – combined, different types of rewards will have an intense 
and long-term effect on motivation, employee commitment and employee 
engagement. 
 
 Enhancing the employment relationship – total reward appeals more to 
employees. 
 
 Flexibility to meet individual needs – accommodates the individual needs of 
the employees and thus commits them to the organisation. 
 
 Winning the war for talent – gives the organisation the ability to attract and 
retain talented employees by differentiating their recruitment process and 
hence becoming “a great place to work” (Armstrong and Brown, 2006, p. 23). 
 
2.6.6 State IT Agency’s Remuneration Strategy 
 
According to the State IT Agency Remuneration Policy (RSA, 2012, p. 9), the State 
IT Agency’s reward strategy comprises of a Total Guaranteed Package (TGP) and 
variable pay or performance-based rewards.  TGP include all guaranteed items such 
as a monthly salary, across the board annual salary increase, car allowance, medical 
aid, retirement fund, legislated and non-legislated allowances such as 
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Unemployment Insurance Fund (UIF), Pension Fund and employee’s tax commonly 
referred as PAYE.  The State IT Agency’s variable pay (performance-based rewards) 
includes an annual performance bonus and an annual performance-based salary 
increase.  The variable pay is discretionary and not a guaranteed payment.  The 
value of the variable pay (performance bonus and performance-based salary 
increase) is linked to the employee’s performance levels.  Therefore, the 
performance-based rewards are not considered as part of the Total Guaranteed 
Package (TGP).  Performance-based rewards are over and above TGP, and, 
therefore, are not guaranteed and typically form part of short-term incentives (RSA, 
2015, p. 18).   
 
It is indicated in the State IT Agency Performance Management Policy (RSA, 2015, 
p. 18), in order to encourage high standards of performance it is recognised that 
variable pay will be linked to outstanding performance as indicated in Table 2.5, 
below.  This will characteristically be the exception rather than the norm.  An 
employee who has signed a performance agreement and who obtains the qualifying 
score of 71% to 100% on his/her performance agreement is eligible to receive some 
form of financial reward, as aligned to overall organisational performance. 
 
The State IT Agency Performance Management Policy (RSA, 2015, p. 18) further 
states that the amount of the performance salary increase and the bonus is 
determined by the total performance score, dependent on overall corporate 
performance and Board objective evaluation and approval.  
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Table 2.5:  State IT Agency's variable pay guiding principles 
 
Rating 
Level 
Rating Description 
Rating % 
over 100% 
Performance Rewards 
5 Outstanding Performance: 
Employee far exceeds job requirements.  The employee’s 
performance is visibly outstanding on sustained 
achievements. 
91% - 100% 
Qualifies for an across the board salary increase, a 
performance salary increase and a performance bonus up 
to 30% of the annual Total Guaranteed Package (TGP). 
4 Performance significantly above fully effective: 
Exceeds job requirements.  The employee’s performance 
exceeds the requirements set out for this job.  
81% - 90% Qualifies for an across the board salary increase, a 
performance salary increase and a performance bonus up 
to 20% of the annual Total Guaranteed Package (TGP). 
3 Fully effective: 
The employee performs well at his/her job and meets all 
the requirement expected of this job  
71% - 80% Qualifies for an across the board salary increase, a 
performance salary increase and a performance bonus up 
to 7.5% of the annual Total Guaranteed Package (TGP). 
2 Performance partially satisfactory: 
The employee meets some job requirements.  Requires 
further development.  The employee’s performance does 
not yet meet all the requirements set for this job.  Some 
evidence exists of the employee’s competence. 
60% - 70% Poor performance.  Only qualifies for an across the board 
salary increase with no performance salary increase and 
performance bonus. 
1 Unsatisfactory performance: 
Performance below job requirements.  The employee’s 
performance is below the standard requirements set.  Little 
or no evidence exists of the employee’s competence. 
0% - 59% Poor performance.  Only qualifies for an across the board 
salary increase with no performance salary increase and 
performance bonus. 
(Source:  RSA, 2015, p. 18) 
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Table 2.5, above has the following information: 
 
 Column 1:  The 5-point rating of levels from lowest to the highest level of 
performance. 
 Column 2:  Description of performance as it relates to the 5-point rating levels. 
 Column 3:  Performance expressed in percentages.  This represents the conversion 
of the five-point scale into percentages up to a total of 100 percent maximum. 
 Column 4:  Describes the performance based financial rewards that apply based on 
the rating and performance percentages actually achieved. 
 
In addition to the target measurement criteria contained in Table 2.5, above, the 
payment of the performance bonus and an annual performance-based salary increase is 
subject to the availability of funds (budgeted amount) and the total number of qualifying 
employees, all of which will determine the factor that will be applied to the potential 
maximum Total Guaranteed Package (TGP) percentages in arriving at the exact amount 
payable to an employee.  The availability of funds will be the ring-fenced amount as 
determined and reviewed by the Board annually and may not be exceeded at all.  Where 
funds are insufficient and the number of qualifying employees is too high, the 
employees’ performance scores will be reduced proportionately in line with the available 
funds. 
 
The pay-out-ratio for company to individual performance will vary according to the 
Patterson grade of employees and the level of influence / control (line of sight) on the 
achievement of the overall organisational balanced score card as depicted in Table 2.6, 
below.  Annexures 3 and 4 have a summary of the State IT Agency’s job levels and 
theme of work per job level.   
 
Table 2.6:  Maximum TGP percentage based on line of sight 
 
 Managerial – Executive Levels Non-Managerial Levels 
Job Level F3 F E D C B A 
Individual 0 0 0 10 25 60 70 
Division 0 10 20 20 25 30 20 
Corporate 100 90 80 70 50 10 10 
 
(Source:  RSA, 2015, p. 18) 
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The line of sight means the degree to which the employee is able to influence the target 
or outcome of the performance objective.  The higher job levels would, therefore, have a 
higher weighting on being able to influence corporate performance and less on the 
individual.  The inverse applies to the lower levels (RSA, 2015, p. 18). 
 
2.7 THE REWARD–MOTIVATION RELATIONSHIP 
 
Extensive research has been conducted on the factors that link rewards to motivation.  
Aworemi et al. (2011, p. 232) believe that the key to motivating employees is knowing 
what motivates them and then to design a motivation programme based on those needs.  
This will help the employer identify, recruit, employ, train, and retain a productive 
workforce.  Similarly, Boninelli and Meyer (2011, p. 338) are of the opinion that 
organisations need to continuously evaluate how the employees value the rewards as 
there could be rewards that are not seen by employees as ‘valuable’. 
 
Aktar et al. (2012, p. 11), citing various studies, noted that the reward and compensation 
system is based on the expectancy theory as this theory suggests that employees are 
more likely to be motivated to perform when they perceive that there is a strong link 
between their performance and the reward they receive (Fey and Bjorkman, 2001; 
Guest, 2002 and Mendonca, 2002 cited in Aktar et al., 2012, p. 11).  Also Agwu (2013, 
p. 54), citing Steers and Porter (1991), agrees that employees’ motivation to behave in a 
certain way is greatest when the employees are assured that their behaviour will lead to 
certain rewards. 
 
Gagne and Deci (2005, p. 331) are of the opinion that an organisation that expects its 
employees to engage in tasks merely based on intrinsic motivation without drawing upon 
external rewards, is being unrealistic.  Furthermore, Risher (2013, p.6) also agrees, 
citing the ‘Best Place to Work’ rewards, “I cannot imagine an employer in any sector that 
would be seen by its employees as a best place to work if extrinsic rewards were 
eliminated” (Risher, 2013, p.6).  Gagne and Deci (2005, p. 331) too suggest that 
organisations should provide financial rewards to their employees.  Gagne and Deci 
(2005, p. 331) support their argument by maintaining that literature has identified 
financial rewards as the most practical and attractive motivational strategy amongst 
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employees.  Accordingly, the most commonly used financial rewards are a cash bonus 
and salary increases (Agwu, 2013, p.49; Burton, 2012, p. 16; Aworemi et al., 2011, p. 
228). 
 
Pouchová (2011, p. 151) is of the opinion that employees are the most valuable assets 
of an organisation.  An organisation needs to nurture, manage and reward its employees 
accordingly so that an organisation can achieve a sustainable competitive advantage.  
The author further maintains that employees carry knowledge and knowledge is the 
most important form of the organisation’s capital.  After all, it is people who identify 
business opportunities, develop products and services, formulate strategies, make and 
deliver products and services to the marketplace.  When these tasks are done well, an 
organisation has a greater probability of success as compared to when these tasks are 
not done well (Pouchová, 2011, p. 151).  
 
This idea is further reiterated by Cook (2000), cited in Ngui (2014, p 2), who sees people 
as the organisation’s most valuable resource.  Ngui (2014, p 2), further supports this 
argument by citing Aldaibat and Irtaimeh (2012) asserting that the development and the 
implementation of organisational strategies depends on the organisation’s resources 
and specifically on people (Aldaibat and Irtaimeh, 2012 cited in Ngui, 2014, p. 2). 
 
Boninelli and Meyer (2011, p. 363) assert that organisations needs to see people as 
value unlockers and wealth creators.  The authors strengthen this argument by asserting 
that employees who are willing to perform, who want to perform and are allowed to 
perform, are central to the success of the organisation.  This idea is supported by Agwu 
(2013, p. 52) who adds that if an organisation wants to treat employees as its wealth 
creators, it needs to be well-informed about what motivates these employees to reach 
their full potential.   
 
Nel et al. (2014, p. 266) explore the same point of view asserting that it may be 
challenging for an organisation to determine what motivates its employees as people are 
not motivated by the same things, at the same time and for the same reason or with the 
same intensity.  Hence, reward systems need to be designed carefully and also need to 
be used effectively to encourage individuals to reach organisational goals.  
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The 2006/2007 Strategic Rewards study conducted in 2006 by Watson Wyatt Worldwide 
and WorldatWork has also revealed that many companies have an incomplete 
understanding of what employees value and, as a result, have less committed 
employees.  This study further suggests that in order to attract and retain top talent in a 
cost-effective way, organisations must focus on what motivates employees and act 
accordingly (Watson Wyatt Worldwide and WorldatWork, 2006). 
 
McKinsey and Company in their Human Capital Report (2012) further support this view, 
noting that organisations with top scores in employee motivation are 60% more likely to 
be in the top quartile for overall business health.  McKinsey and Company further 
confirm that all the companies they had consulted in the past had also reported similar 
results.  Accordingly, an organisation has an overall business health when its employees 
know where the organisation is going; understand how their job inputs will help the 
organisation achieve its organisational strategy, and have the capabilities, the tools and 
motivation to execute this strategy (McKinsey and Company, 2012, p. 1). 
 
It is important that the problem of demotivated employees in an organisation is resolved 
as motivated employees want to come to work and perform at a higher level (Agwu, 
2013, p.48).  As highlighted earlier by Heng (2012, p. 211), an inefficient reward system 
demotivates employees and leads to low productivity, internal conflicts, absenteeism, 
high turnover, lack of commitment and loyalty.  
 
Wynter-Palmer (2012, p. 255) acknowledges the importance of reiterating that there are 
strong arguments for and against the use of rewards as motivational tools. “Whichever 
side of the debate one wishes to accept, organisational rewards have their genesis in 
motivation” (Wynter-Palmer, 2012, p. 255). Likewise, Risher (2013, p.5) affirms that he 
cannot dispute the fact that rewards motivate employee behaviour.  Risher (2013, p.5) 
further acknowledges that rewards are powerful in such that they can motivate good 
people to behave in unethical or questionable ways.  On the other hand, Risher (2013, 
p.5) further acknowledged that employees want to feel valued and reward systems play 
a vital role.  Risher (2013, p.5) further suggests an organisational periodic evaluation of 
reward practices which will lead to necessary steps being taken to enhance their positive 
impact. 
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Henderson (2003, p. 390) refers to Abraham Maslow (Maslow's Hierarchy of Needs), 
Frederick Herzberg (Herzberg's Motivation-hygiene Theory) and Edward Deci (Self-
Determination Theory) as the notable researchers of the content theories.  Henderson 
(2003, p. 390) further asserts that these previously mentioned researchers of content 
theories have argued that:  
 
“There are both intrinsic and extrinsic motivators; satisfaction is highly 
individualistic and situationally based; and incentives must bear a strong 
relationship to the work performed, behaviours demonstrated, and results 
achieved because, if not, they can become de-motivators instead of being 
positive motivators” (Henderson, 2003, 391).   
 
Similarly, Wynter-Palmer (2012, p. 257) believes that an organisation should not spend 
time in deciding whether to provide intrinsic or extrinsic rewards to its employees.  The 
deciding factor should be based on whether the selected rewards bring a temporary 
change or whether they bring a lasting change.  Kohn (1993, p.37) makes the same 
point, that “rewards must be judged on whether they lead to lasting change that persists 
when there are no longer any goodies to be gained” and further emphasises that money 
cannot bring a lasting change.  Additionally, Andrews (2009, p. 61) also stresses that 
money does not always motivate employees and it also demotivates employees when 
they do not get extra money.   
 
On the other hand, Rynes, Gerhart and Minette (2004, p. 385) point out that money has 
broad usefulness with many symbolic meanings which suggested that it is far from being 
a low-order motivator.  Rynes et al. (2004, p. 385) further support their argument by 
maintaining that financial rewards can assist in obtaining almost any level on Maslow’s 
motivational hierarchy of needs, including social esteem and self-actualisation.  
Flannery, Hofrichter and Platten (1996, p. 4) had earlier made the same point, 
emphasising that money can be regarded as a substitute of self-worth and therefore, a 
force as powerful as money should not be underestimated.  Additionally, Moodley (2012, 
p. 11) refers to a research conducted by Gerhart and Rynes (2003) which revealed that 
monetary rewards are the major determinant of work motivation and thus play a 
substantial role in organisational success. 
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Houran and Kefgen (2007) cited by Moodley (2012, p. 29) bring another perspective that 
unhappy people or those who lack social connections, may seek comfort in material 
goods, using external means to fulfil internal desires and aspirations.  Houran and 
Kefgen (2007) identified three different categories of motives for materialistic pursuit:  
positive, negative and freedom of action (cited in Moodley (2012, p. 29).  Positive 
motives involve using money as a measure of achievement and for basic necessities.  
Negative motives refer to using money to gain power or dominance over others.  
Negative motives also include efforts to alleviate one’s self-doubt.  Motives concerning 
freedom of action simply imply spending money in any way that one desires (Houran 
and Kefgen, 2007 cited by Moodley, 2012, p. 29). 
 
Nevertheless, Risher (2013, p.3) doubts the effectiveness of financial rewards “as they 
can foster short-term thinking or encourage cheating, shortcuts and unethical 
behaviour”.  An earlier study by Pouliakas (2010, p.597) noted that money and other 
tangible rewards tend to drive short-term behaviour.  Pouliakas (2010, p.597) maintains 
this argument by stating that money is like water, no matter how much one quenches the 
thirst, within a few hours one is going to be thirsty again.  Money does not create 
sustained internal commitment because it drives short-term behaviour.  Pouliakas (2010, 
p.597) identified five motivational factors that that lead to extraordinary performance and 
achievement.  They are:  the work itself, autonomy, meaningfulness, achievement and 
recognition (Pouliakas, 2010, p.597).  Likewise, Frey (1997, p. 427) argues that once 
financial rewards exceed a maintenance level, intrinsic factors are stronger motivators 
and employee motivation requires intrinsic rewards such as satisfaction of doing an 
excellent job and a sense of self-satisfaction of doing something meaningful.  Agwu 
(2013, p.49) also doubts the effectiveness of bonuses as these are used to reward 
employee’s performance for the previous year.  The author sees bonuses as short-term 
motivators as they do not encourage future-oriented accomplishments (Agwu, 2013, 
p.49). 
 
Wynter-Palmer (2012, p. 262) believes that organisations need to invest in financial 
rewards that stimulate new actions from employees in order to make the organisation 
more competitive.  This approach should yield a win-win situation in which the 
organisation makes competitive gains and the employees not only benefit financially but 
also feel more appreciated. 
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Henderson (2003, 398) asserts that an organisation that wants to have true motivational 
value should have its rewards system designed to recognise employee contributions that 
are beyond the call of normal duty.  By encouraging extra-employee contributions, 
rewards will lead to improved employee performance, which in turn will result in 
increased departmental and organisational productivity and profitability (Henderson, 
2003, 398). 
 
Wynter-Palmer (2012, p. 257) further states that in an organisation that wants to achieve 
higher levels of competitiveness, the traditional employee mentality of “I am owed a 
reward” has to be changed to “I earned this reward”.  The author suggests linking the 
rewards with the organisation’s need for competitiveness and further linking the 
employees’ performance to the organisation’s objectives.  In other words, the rewards 
must be directly linked to employee contributions or results achieved.  On the other 
hand, Aktar et al. (2012, p. 10) refer to the norm of reciprocity which states that an 
organisation rewards employees for their effort.  In exchange for the rewards received, 
employees should also reciprocate by increasing their commitment towards their work. 
 
Expectancy Theory (Lawler, 1990, p. 77) does not claim that individuals are motivated 
only by extrinsic rewards.  However, it argues that individuals are also motivated by 
intrinsic rewards when they reward themselves for a certain level of performance such 
as feeling that they have accomplished a personal goal, learning a new skill or by doing 
a job that is intellectually stimulating and exciting.  Therefore, the Expectancy Theory 
further highlights that individuals can be motivated both by extrinsic rewards and by the 
intrinsic rewards they give to themselves.  It is also worth noting that the Expectancy 
Theory does not refer to any cancellation effect between the two kinds of rewards.  
Rather, it maintains that “the greatest amount of motivation is present when individuals 
are doing tasks that are intrinsically rewarding to them, when they perform them well, 
and at the same time the organisation provides valuable financial and recognition 
rewards for their performance”(Lawler, 1990, p. 78). 
 
Wynter-Palmer (2012, p. 263) brings another perspective highlighting the demotivating 
effect of rewards in situations whereby an employee lacks the ability to perform the 
assigned task.  Lack of such skills and capabilities will guarantee an employee that the 
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goal will not be attained and the rewards will have a demotivating effect (Wynter-Palmer, 
2012, p. 263).  This argument is strengthened by Harari’s (1995, p. 21) generic 
performance equation, which states that “performance = ability × motivation.”  Harari 
(1995, p. 21) further highlighted the multiplication impact of this equation which pinpoints 
that a high level in one factor will not compensate for a low level in another.   
 
DuBrin (2013, p. 2110) asserts that Locke and Latham’s Goal Theory places great 
emphasis on the importance of setting specific goals for the employees.  Wynter-Palmer 
(2012, p. 263) had earlier expressed a similar opinion in that when employees commit 
themselves to a goal, they become highly motivated to achieve it as their self-esteem 
and self-worth gets invested in accomplishing such goal.  Wynter-Palmer (2012, p. 263) 
further mentions that there is a probability that an individual may also be motivated to 
achieve a goal because a reward is tied to it. 
 
According to Lawler (2000, p. 77), the Expectancy Theory emphasises the importance of 
ensuring that valued rewards are clearly seen as being linked to particular performance 
behaviour as the organisation is likely to get more of that behaviour.  Lawler (2000, p. 
77), further emphasises the impact of failing to reward an employee who has 
successfully performed a task that is linked to particular performance behaviour.  The 
organisation will also get less of that behaviour (Lawler, 2000, p. 77).   
 
Starting with this observation, Aktar et al. (2012, p. 11) refers to a study conducted by 
Bewen (2000) in which the researcher warns organisations against ‘non-rewards’ and 
further suggests that non-rewards should be applied cautiously and infrequently.  Bewen 
(2000) cited in Aktar et al. (2012, p. 11) further supports this argument by maintaining 
that in the long-term, non-rewards do not necessarily lead to positive employee 
behaviours.  Thus, it is suggested that it is crucial for an organisation to make an effort 
by showing its employees that their contributions are appreciated and that they are 
highly valued by the organisation (Bewen, 2000 cited in Aktar et al., 2012, p. 11).  
Torrington et al. (2009, p. 16) also agree that rewards are a great way to acknowledge 
effort and behaviour which the organisation wishes to encourage. 
 
Additionally, several studies citing the Victor Vroom’s Expectancy Theory suggest that 
employees are likely to be motivated to perform when they perceive a strong link 
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between their performance and the rewards they receive (Bagraim et al., 2011; DuBrin, 
2013; Nel et al., 2014).  An organisation needs to continuously evaluate how employees 
value the existing rewards and should take steps necessary to enhance the impact of 
such rewards (Risher, 2013).  As highlighted earlier by Heng (2012, p. 211), an 
inefficient reward system demotivates employees and leads to low productivity, internal 
conflicts, absenteeism and lack of commitment. 
 
In an examination of reward strategy employed by Premier bank in Nigeria, Maycock 
and Salawudeen (2014, p. 80) lamented that the reward strategies employed by the 
bank were unfair and these influenced the level of staff commitment and job satisfaction. 
This suggests that reward strategies are not only essential in motivating employees but 
also important in mitigating attrition as a result of dissatisfaction and perceived 
subjective reward systems.  Also Ndung’u and Kwasira (2016, p. 799) citing Perkings 
and White (2008) highlight the importance of the reward strategy being premised on the 
principles of fairness, equitability and transparency. 
 
In a study conducted by Ndung’u and Kwasira (2016, p. 797) among commercial banks 
in Nakuru town, Kenya, it was established that organisational reward systems accounted 
for almost 50% of employee motivation in commercial banks.  In addition, it was 
observed that the relationship between organisational reward systems and employee 
motivation was positive and statistically significant. 
 
In another study conducted by Karami, Dolatabadi and Rajaeepour S. (2013, p. 327) a 
positive and significant relationship was shown amongst the elements of a reward 
management system and motivation and performance.  Such a positive and significant 
relationship was also found between the elements of the reward management system 
with performance. 
 
Bari, Arif and Shoaib (2013, p. 2556) cited a study conducted by Roberts (2005) which 
investigated relationships between rewards, recognition and motivation at an insurance 
company.  This research showed that there was a positive relationship between 
rewards, recognition and motivation.  It also concluded that a good reward and 
recognition system did not only motivate employees but also contributed to employee 
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satisfaction and the more highly rewarded and recognised employees were, the more 
they were satisfied. 
 
According to Aworemi et al. (2011, p. 227), “the success or failure of motivation rests not 
on the technique itself but on management’s ability to match the needs of employees 
with appropriate rewards”.  Likewise, Biddle (2015, p. 4) agrees that “When a business 
motivates the right people effectively, the right work gets done in the right way”. 
 
The impact of rewards on employee motivation has been addressed by different 
scholars but the question of whether State IT Agency’s current rewards enhance 
employee motivation remains unanswered. 
 
2.8 RESEARCH FRAMEWORK 
 
After discussing the selected theories of motivation (intrinsic and extrinsic motivation) 
and rewards (intrinsic and extrinsic rewards) which also fall under comprehensive 
categories of financial and non-financial rewards, the conceptual framework has been 
developed as shown in Figure 2.3, below.   
 
This study considered employee motivation as a dependant variable and rewards as 
independent variables.  The conceptual framework is constructed by integrating 
elements of Herzberg’s Motivation-Hygiene Theory, the Fifty-Fifty Theory, the 
Expectancy Theory and Goal-setting Theory.  A link has also been made between 
intrinsic and extrinsic job factors and motivational theories.   
 
This study also considered four (4) job motivational factors in order to understand what 
motivates the State IT Agency’s employees.  The selected motivational factors include:  
Rewards, Good working environment, Performance management practices and Job 
satisfaction.  Finally the model depicts the relationship between rewards and employee 
motivation, which is the main focus of the study. 
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(Source: Researcher’s own construct)  
Figure 2.3:  The conceptual framework 
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2.9 CHAPTER SUMMARY 
 
An organisation is faced with the challenge of determining what motivates its employees, 
as people are not motivated by the same things, at the same time and for the same 
reason or with the same intensity.  However, several studies have found that among 
employees surveyed, there was a positive relationship between rewards and motivation 
(Ndung’u and Kwasira, 2016, p. 797; Bari, Arif and Shoaib, 2013, p. 2556). 
 
Starting with this observation, there is mixed findings in the literature in determining 
which type of reward is more effective in enhancing employee motivation.  According to 
literature, individuals can be motivated both by extrinsic rewards and by the intrinsic 
rewards (Lawler, 1990, p. 77; Wynter-Palmer, 2012, p. 263).  Literature further maintains 
that “the greatest amount of motivation is present when individuals are doing tasks that 
are intrinsically rewarding to them and for which at the same time the organisation 
provides valuable financial rewards for their performance (Lawler, 1990, p. 78).  
Likewise, Gagne and Deci (2005, p. 331) are of the opinion that an organisation that 
expects its employees to engage in tasks merely based on intrinsic motivation without 
drawing upon external rewards, is being unrealistic. 
 
On the other hand, there are strong arguments in literature for and against the use of 
financial rewards as motivational tools.  However, Wynter-Palmer (2012, p. 257) 
believes that an organisation should not spend time in deciding whether to provide 
intrinsic or extrinsic rewards to its employees.  The deciding factor should be based on 
whether the selected rewards bring a temporary change or whether they bring a lasting 
change.  The lasting change is explained by Kohn (1993, p.37) as “change that persists 
when there are no longer any goodies to be gained” and further argues that money 
cannot bring a lasting change.  Additionally, Andrews (2009, p. 61) also stresses that 
money does not always motivate employees and it also demotivates employees when 
they do not get extra money.   
 
Rynes et al. (2004, p. 385) oppose the above views asserting that money has broad 
usefulness with many symbolic meanings which suggest that it is far from being a low-
order motivator.  Rynes et al. (2004, p. 385) further support their argument by 
maintaining that financial rewards can assist in obtaining almost any level on Maslow’s 
Page | 68  
 
motivational hierarchy of needs, including social esteem and self-actualisation (Rynes et 
al., 2004, p. 385).   
 
According to empirical findings of the study conducted in a Commercial Bank in Kenya 
by Ngui (2014, p. 188), both the financial and non-financial rewards contribute to 
employee motivation and consequently enhance organisational performance.  It is thus 
evident that an organisation must consider a total reward strategy.  Mikander (2010, p. 
18) cites Armstrong and Brown (2006, p. 22) who emphasise that total rewards create a 
bundle where all the different reward processes are linked, complementary and mutually 
boost each other. 
 
Even though all theories of motivation are important for motiving employees, this chapter 
focused on four theories which were deemed important for this study.  These are:  
Herzberg’s Motivation-Hygiene Theory, the Fifty-Fifty Theory, the Expectancy Theory 
and Goal-setting Theory.  This chapter further discussed different types of rewards and 
also showed how rewards impact on employee motivation.   
 
Having discussed the theoretical overview of motivation, motivation theories and 
rewards in this chapter, the research design and the methodology of this study is 
discussed in the next chapter.   
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3. CHAPTER 3:  RESEARCH METHODOLOGY 
 
3.1 INTRODUCTION 
 
The theoretical overview of motivation, motivational theories and rewards were 
discussed in Chapter Two.  This chapter provides an insight into the research 
methodology that was used in conducting research on assessing whether State IT 
Agency’s performance-based rewards enhance employee motivation.  This chapter will 
further discuss the research design that the research selected and the justification for 
selecting such research design for this study. 
 
3.2 THE RESEARCH PARADIGM 
 
According to Collis and Hussey (2014, p. 43), a research paradigm is “a philosophical 
framework that guides how scientific research should be conducted”.  Quinlan (2011, p. 
104) asserts that a decision about which research methodology is most appropriate for 
the research is determined based on what the research is meant to accomplish.   
 
Collis and Hussey (2014, p. 44) further discuss two types of research paradigms and 
these are:  positivism and interpretivism.  The authors add by asserting that the choice 
of whether to follow a quantitative or qualitative research approach is determined by 
factors such as the type and nature of the research being undertaken, as well as the 
philosophical inclinations of the researcher.  
 
3.2.1 Positivism / Quantitative 
 
Positivists see the world as having a single reality and all people are part of such world 
(Quinlan, 2011, p. 96).  Additionally, Collis and Hussey (2014, p. 44) note that positivism 
is supported by the belief that reality is independent of individuals and that positivist 
knowledge is derived from ‘positive information’ as it can be scientifically verified (Collis 
and Hussey, 2014, p. 44).  Also Quinlan (2011, p. 104), asserts that within a framework 
of positivism reality is singular and objective.  The author adds by stating that within 
positivist research it is often possible to answer research questions with quantitative 
data (Quinlan, 2011, p. 104). 
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Collis and Hussey (2014, p. 44), further maintain that researchers conducting business 
research under positivism still apply logical reasoning so that precision and objectivity 
supports their approach, rather than intuitive interpretation.  Positivism is associated with 
the analysis of quantitative methods which are based on the statistical analysis of 
quantitative research data (Collis and Hussey, 2014, p. 44). 
 
Quantitative research deals with the practical aspects of research, such as the 
frequency at which an event occurs, the number of times in a specified period, when 
such activity occurs, and who it is applicable to (Cooper and Schindler, 2014: p. 146).  
Marshall (1996, p. 522) contends that the quantitative approach tests hypotheses 
constructed from pre-reading, with the results of the study being generalisable.   
 
3.2.2 Interpretivism / Qualitative 
 
The second research paradigm mentioned by Collis and Hussey (2014, p. 44) is 
interpretivism.  The interpretivists interpret the world in their own way and based on their 
individual unique interpretation (Quinlan, 2011, p. 96).  Collis and Hussey (2014, p. 44) 
further emphasise that interpretivism developed as the result of the perceived 
shortcomings of positivism to meet the needs of social scientific research.  Below is the 
summary of Collis and Hussey’s (2014, p. 45) main criticism of positivism:   
 
 It is not possible to separate people from the social context in which they exist. 
 It is not possible to understand people without examining their own activities and 
perceptions.  
 A highly structured research design imposes limitations on the results in such that 
other relevant findings may end up being ignored. 
 Researchers are not objective as they incorporate their own interests and beliefs 
in to the research. 
 Capturing a complex phenomenon in a single measure tends to be misleading 
(for example, it is impossible to capture an individual’s intelligence by assigning a 
numerical value). 
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Collis and Hussey (2014, p. 45) further explain that interpretivism is reinforced by the 
belief that social reality is highly subjective as it is shaped by individual perceptions. The 
authors further assert that qualitative research is subjective and humanistic as the 
researcher interacts with what is being researched (Collis and Hussey, 2014, p. 45).   
 
Quinlan (2011, p. 105) believes that the interpretivists holds that reality is unique to each 
individual, given their own unique set of circumstances and life experiences and their 
interpretation of their world.  The author also points out that qualitative data is rich, 
descriptive and not numerical.  This idea is further reiterated by Collis and Hussey 
(2014, p. 45) who refer to interpretive research as any type of research where the 
findings are not derived from the statistical analysis of quantitative data.   
 
Quinlan (2011, p. 105) brings another perspective, stating that it might be possible to 
code qualitative data numerically.  However, such action may not serve richness, depth 
and complexity of the data as the single number cannot convey the complexity of “why 
and how”.  Qualitative research as a paradigm speaks to the how (process) and why 
(purpose) things occur in a certain way (Cooper and Schindler, 2014, p. 146).  
Additionally, the qualitative approach seeks to provide insight and understanding of the 
‘why?’ and ‘how?’ questions that are considered more humanistic.  These types of 
questions are much more complex to address than what Marshall (1996, p. 524) terms, 
the ‘mechanistic ‘what’ questions of the quantitative approach.  Against this background, 
Marshall (1996: 524) thus asserts that ‘qualitative sampling requires a flexible, pragmatic 
approach’. 
 
Carson, Gilmore, Perry and Gronhaug (2001, p. 65) hold that the purpose of qualitative 
research is centred on ‘researcher immersion in the phenomenon to be studied, 
gathering data which provide detailed description of events, situations and interaction 
between people and things, providing depth and detail.’  However, Berg (2007, p. 210) 
asserts that “neither qualitative research nor interpretivism are precise.”  Interpretivist 
researchers attempt to “understand, explain, and demystify social reality through the 
eyes of different participants.” (Cohen, Manion and Morrison, 2007, p. 19). 
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3.2.3 Contrasting qualitative and quantitative paradigms 
 
Collis and Hussey (2014, p. 46) consider the philosophical assumptions that underpin 
positivism and interpretivism by extracting from Creswell (1994) and other authors and 
thus provide a summary of the assumptions of the two main paradigms as seen in Table 
3.1, below. 
 
Table 3.1:  Assumptions of the two main paradigms 
 
Philosophical 
Assumption 
Positivism Interpretivism 
Ontological assumption 
(the nature of reality) 
- Social reality is objective and 
external to the researcher. 
- Social reality is objective and 
socially constructed. 
- There is only one reality. - There are multiple realities 
Epistemological 
assumption (what 
constitutes valid 
knowledge) 
- Knowledge comes from objective 
evidence about observable and 
measurable phenomena. 
- Knowledge comes from 
subjective evidence from 
participants. 
- The researcher is distant from 
phenomena under study. 
- The researcher interacts with 
phenomena under study. 
Axiological assumption 
(the role of values) 
- The researcher is independent 
from phenomena under study. 
- The researcher acknowledges 
that the research is subjective. 
- The results are unbiased and 
value-free. 
- The results are biased and 
value-laden. 
Rhetorical assumption 
(the language of 
research) 
- The researcher uses the passive 
voice, accepted quantitative 
words and set definitions. 
- The researcher uses the 
personal voice, accepted 
qualitative terms and a limited 
number of a priori definitions. 
Methodological 
assumption (the process 
of research) 
- The researcher takes a deductive 
approach. 
- The researcher takes an 
inductive approach. 
- The researcher studies causes 
and effect and uses a static 
design where categories are 
identified in advance. 
- The researcher studies the 
topic within its context and 
uses emerging design where 
categories are identified during 
the process. 
- Generalisation leads to prediction, 
explanation and understanding. 
- Patterns and/or theories are 
developed for understanding. 
- Results are accurate and reliable 
through validity and reliability. 
- Findings are accurate and 
reliable through verification. 
 
(Source: Collis and Hussey, 2014, p. 46) 
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Collis and Hussey (2014, p. 47) further emphasise that the first three assumptions 
showed in Table 3.1 are interrelated in such that if the researcher accepts one of them 
within a particular paradigm, the other two assumptions for that paradigm will be found 
to be complementary.  In Table 3.2 below, Cooper and Schindler (2014: p. 147) also 
present the characteristics of the qualitative and quantitative research paradigms, 
providing a picture of the differences, but also similarities, in the two paradigms.   
 
Table 3.2:  Qualitative versus Quantitative Research 
 
 Qualitative Quantitative 
Focus of Research - Understand and interpret. - Describe, explain and predict. 
Researcher 
Involvement 
- High; researcher is participant or 
catalyst. 
- Limited; controlled to prevent bias. 
Research Purpose - In-depth understanding; theory 
building. 
- Describe or predict; build and test 
theory. 
Sample Design - Nonprobability; purposive - Probability 
Sample Size - Small - Large 
Research Design - May evolve or adjust during the 
course of the project. 
- Determined before commencing the 
project. 
- Often uses multiple methods 
simultaneously or sequentially. 
- Uses single method or mixed 
methods. 
- Consistency is not expected. - Consistency is critical. 
- Involves longitudinal approach. - Involves a cross-sectional or 
longitudinal approach. 
Participant 
Preparation 
- Pre-tasking is common. - No preparation desired to avoid 
biasing the participant. 
Data Type and - Verbal or pictorial descriptors. - Verbal descriptions. 
 Preparation - Reduced to verbal codes (sometimes 
with computer assistance). 
- Reduced to numerical codes for 
computerised analysis. 
Data Analysis - Human analysis following computer 
or human coding; primarily non-
quantitative. 
- Computerised analysis – statistical 
and mathematical methods 
dominate. 
- Forces researcher to see the 
contextual framework of the 
phenomenon being measured – 
distinction between facts and 
judgements less clear. 
- Maintains clear distinction between 
facts and judgments. 
- Always ongoing during the project. - Analysis may be ongoing during the 
project. 
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 Qualitative Quantitative 
Insights and 
Meaning 
- Deeper level of understanding is the 
norm; determined by type and 
quantity of free-response questions. 
- Limited by the opportunity to probe 
respondents and the quality of the 
original data collection instrument. 
- Researcher participation in data 
collection allows insights to form and 
tested during the process. 
- Insights follow data collection and 
data entry, with limited ability to re-
interview participants. 
Research Sponsor 
Involvement 
- May participate by observing 
research in real time or via taped 
interviews. 
- Rarely has either direct or indirect 
contact with participant. 
Feedback 
Turnaround 
- Smaller sample sizes make data 
collection faster for shorter possible 
turnaround. 
- Larger sample sizes lengthen data 
collection; Internet methodologies 
are shortening turnaround but 
inappropriate for many studies. 
- Insights are developed as the 
research progresses, shortening 
data analysis. 
- Insight development follows data 
collection and entry, lengthening 
research process; interviewing 
software permits some tallying of 
responses as data collection 
progresses. 
Data Security - More absolute given use of restricted 
access facilities and smaller sample 
sizes. 
- Act of research in progress is often 
known by competitors; insights may 
be gleaned by competitors for some 
visible, field-based studies. 
 
(Source: Cooper and Schindler, 2014: p. 147) 
 
Leedy and Ormrod (2013, p. 27) noted that quantitative and qualitative approaches do 
share similar processes – for instance, they both entail identifying a research problem, 
reviewing related literature, collecting and analysing data.  The authors further assert 
that these processes are often combined and carried out in different ways and thus lead 
to different research methods. 
 
Likewise, Collis and Hussey (2014, p. 51) citing Onwuegbzie and Leech (2005, p. 271) 
also agree that the two main paradigms have more similarities than the differences.  In 
both paradigms: 
 
 Research questions are utilised to drive the research. 
 Various methods to collect qualitative and/or quantitative research data are used. 
 Various methods to summarise the research data are used. 
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 Techniques to analyse the data are applied. 
 Results or findings are discussed. 
 Conclusions are drawn. 
 
The contradictions outlined in the Table 3.2, above are very instructive as to why an 
interpretivist study would be selected ahead of a positivist study, and vice versa.  
 
The aim of this study was to gain a deeper understanding of the State IT Agency’s 
current performance-based rewards and to establish whether these rewards enhance 
employee motivation.  Therefore, it would be logical to base this study on a positivistic 
stance of epistemology. In the positivist stance reality exists outside the researcher’s 
mind and there is a single reality in the mind of people (State IT Agency’s employees).  
This study aimed to obtain knowledge about rewards and employee motivation from 
employees of State IT Agency in Eastern Cape.  Hence, this research study followed the 
quantitative paradigm, in line with the characteristics stipulated in Table 3.2.  This 
paradigm was selected as the study tested the hypotheses that were formulated to 
include the independent variables such as intrinsic and extrinsic rewards and how these 
enhance employee motivation.  The researcher investigated the relationship between 
rewards and employee motivation. 
 
3.3 METHODOLOGICAL FRAMEWORK 
 
According to Quinlan (2011, p. 190) the methodological framework contains all of the 
detail in relation to how the research was carried out.  This section discusses the 
methodological framework which entails:  the research methodology, the population of 
the study, sampling, data collection methods, the issues of validity and reliability and 
ethics (Quinlan, 2011, p. 194). 
 
3.3.1 Research Methodology 
 
The methodology used in this study is that of a descriptive survey.  As stated by 
Sekaran and Bougie (2009, p. 105), a descriptive study is undertaken for the purpose of 
determining and describing the characteristics of the variable of interest in a situation.  
Sekaran and Bougie (2009, p. 106) further emphasise that descriptive studies are also 
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undertaken to understand the characteristics of organisations that follow certain 
common practices.  For example, a researcher may want to know and be able to 
describe the characteristics of a Business School that has been ranked the Best 
Business School in Africa for five consecutive years in a row, or an organisation that 
implements automated manufacturing systems (Sekaran and Bougie, 2009, p. 160).   
 
Leedy and Ormrod (2013, p. 189) noted that some scholars use the term ‘survey 
research’ to refer to almost any type of descriptive research.  Leedy and Ormrod (2013, 
p. 189) further emphasise that a more restricted meaning of survey research involves 
obtaining information about characteristics, opinions or previous experiences of one or 
more groups of people by asking them questions and tabulating their answers.  The 
ultimate goal is to learn about a large population by surveying a sample of that 
population.  This approach is thus called a descriptive survey, clarifies Leedy and 
Ormrod (2013, p. 189).  As stated by Leedy and Ormrod (2013, p. 189), survey research 
captures a transitory moment in time, much as a camera takes a photograph of an 
ongoing activity.  Along with descriptive survey criteria, this method was considered 
most appropriate for this study as the focus of this research paper was on assessing 
whether the State IT Agency’s official performance-based rewards enhance employee 
motivation within an organisation.   
 
3.3.2 Population 
 
The population is referred to by Collis and Hussey (2014, p. 51) as a body of people or 
entities that are under consideration for statistical purposes.  The study targeted all 
employees occupying non-managerial positions (Job level A1 – D1) at the State IT 
Agency – Eastern Cape.  Refer to Annexures 3 and 4 for the summary of the State IT 
Agency’s job levels and theme of work per job level. 
 
Given the small number of 86 employees occupying job levels A1 – D1 in the 
organisation mentioned above, the study included the entire population.  The decision to 
base the study on employees occupying A1 – D1 job levels was motivated by the 
difference in rewards strategies of managerial and non-managerial employees.   
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3.3.3 The Sample Size 
 
Collis and Hussey (2014, p. 51) assert that the sample size is related to the size of the 
population under consideration for the study.  According to the authors, there is no need 
to select a sample if it is feasible to study the entire population (Collis and Hussey (2014, 
p. 51).  For this study it was decided to include everyone in the population; thus the 
sample size was equal to the population size, that is, eighty-six (86) officials.  A subset 
of five (5) participants was chosen within the main sample for the purpose of pre-testing 
the questionnaire.  The final questionnaire was thus distributed via e-mail to 81 (86 – 5) 
officials.  Completed questionnaires were scanned direct to the researcher’s e-mail 
address.  These were then then printed and numbered. 
 
3.3.4 Data Collection Methods 
 
The process of data collection in this study took two forms, that is, primary and 
secondary data collection methods.  Sekaran and Bougie (2009, p. 180) explain that 
‘primary’ refers to information obtained first-hand by the researcher on the variables of 
interest for the specific purpose of the study.  Also Quinlan (2011, p. 244) describes 
primary sources as direct sources of evidence that the researchers gather themselves.  
Quinlan (2011, p. 244) further asserts that primary sources provide original information 
and are the first evidence of a phenomenon being observed or recorded.   
 
Conversely, ‘secondary’ data according to Sekaran and Bougie (2009, p. 180) refers to 
information gathered from sources that already exists.  Likewise, Quinlan (2011, p. 244) 
asserts that secondary sources refer to original information published on primary 
sources.  They comment on, interpret, analyse or discuss primary sources (Quinlan, 
2011, p. 244). 
 
This study made use of both primary and secondary data methods.  The primary data 
collection method was in the form of a questionnaire and a pilot study was also 
conducted.  The primary data was collected by means of administering a questionnaire 
to this study population of level A1 – D1 State IT Agency employees who were based in 
Bhisho, East London, Mthatha, Port Elizabeth and Queenstown.   
 
Page | 78  
 
The secondary data was collected by means of reviewing the available literature on the 
topic and sources that were utilised were published books, journal articles, internet 
articles, unpublished theses and State IT Agency’s policies. 
 
3.3.5 The Research Instrument 
 
According to Sekaran and Bougie (2009, p. 200) a questionnaire may include open-
ended questions, closed questions or both types of questions.  Open-ended questions 
allow respondents to answer the questions using their own words, assert Sekaran and 
Bougie (2009, p. 200).  Conversely, closed-questions ask the respondent to make 
choices amongst a set of alternatives given by the researcher (Sekaran and Bougie 
(2009, p. 200).  
 
For the purpose of this study, data was collected using a questionnaire with closed-
questions as indicated in Annexure 2.  The items of the questionnaire were adapted 
from several Internet sources and the literature discussed in the earlier chapters.  This 
measuring instrument for section A – C consisted of 42 questions as indicated below: 
 
 A total of 41 questions anchored to a five (5) point Likert scale, which required 
respondents to indicate their level of agreement with the statements that were 
provided in the questionnaire, ranging from 1 (strongly disagree) to 5 (strongly 
agree).  
 
 Just 1 question (question B10) used to gauge respondents’ overall satisfaction with 
performance-based rewards (annual salary increase and a performance bonus) 
offered by the organisation on a 3-point scale ranging from 1 (not satisfied) to 3 
(very satisfied)  
 
The questionnaire comprised of the covering letter and four parts (Refer to Annexure 2): 
 
The covering letter introduced the research to the respondents and included instructions 
for completing the questionnaire.  It also included a statement that participation was 
voluntary and that participants could withdraw at any time without penalty.  All data 
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would be kept confidential and the identity of each participant was not required and 
therefore would not be captured.  
 
The first part (Part A) of the questionnaire comprised a series of statements based on 
four (4) selected job motivational factors in order to understand which of those factors 
motivated State IT Agency’s employees.  These statements were generally used to gain 
an understanding about the employee’s opinions relating to what motivates them.  The 
statements included both intrinsic and extrinsic motivational factors.  In other words, part 
A of the questionnaire was directed towards answering the research question as 
stipulated in Chapter One: 
 
RQ.1: Gain an understanding about the employees’ opinions relating to which 
job-related motivational factors motivates them. 
 
The second part (Part B) comprised a series of questions used to gain an understanding 
about the organisation’s current performance-based rewards and the extent to which 
these met the employees’ expectations.  In other words, part B of the questionnaire was 
directed towards answering the research question as stipulated in Chapter One: 
 
RQ2: Assess how the employees perceive the official performance-based 
rewards offered by the State IT Agency. 
 
The third part (part C) comprised a series of questions used to determine the presence 
of employee motivation and also to establish whether the working environment was 
conducive to the motivational statements indicated in part A of the questionnaire.  In 
other words, part C of the questionnaire was directed towards answering the research 
question as stipulated in Chapter One: 
 
RQ3: Establish whether the organisation meets the employee needs by providing 
the job-related factors identified by the employees as motivators.  
  
RQ4: Determine whether employees are motivated. 
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The last part (part D) comprised a series of questions that were used to obtain the 
demographic profile of each respondent.   
 
This study thus considered four (4) job motivational factors in order to understand what 
motivates the State IT Agency’s employees.  These are indicated in Table 3.3, below.  
The selected motivational factors include:  Rewards, Good working environment, 
Performance management practices and Job satisfaction.   
 
Table 3.3:  Job Motivational Factors, Variables and Questionnaire Distribution 
 
  
 
 
 
Code 
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1 
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V
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Rewards Salary increase 
ER-FIN-
SALINCR 
x   x A14, B06 
Rewards Performance Bonus 
ER-FIN-
BONUS 
x   x A15, B07 
Rewards 
Overall Financial 
Rewards 
ER-FIN-
REWARDS 
x   x A16, B08 
Rewards Career Advancement  
ER-NONFIN -
CADV 
 x  x A10, B02, B05 
Rewards  
Recognition of a job well 
done 
ER-NONFIN -
RECOGN 
 x  x 
A11, A12, A13, 
B01, B03, B04 
Rewards  
A sense of 
accomplishment 
IR-NONFIN-
ACCOMPL 
 x x  
A01, A02, A17, 
C05 
2  
Job satisfaction 
OMF -
JOBSATIS 
 x x  A05, C06, C10 
3  
Performance Management 
Practices 
OMF -
PMPRACT 
 x  x 
A03, A06, A07, 
A08, C02, C03, 
C04, C08, C09 
4  
Good working environment 
OMF -
GDWENVIRON 
 x  x 
A04, A09, C07, 
C12, C13 
Dependant 
Variable Employee Motivation MOTIVATION     
A18, C01, C11, 
C14 
Overall satisfaction with performance-based 
rewards (annual salary increase and a 
performance bonus) offered. 
REWSAT     B09, B10 
 
(Source: Researcher’s own construct derived from literature review) 
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As the study considered employee motivation as a dependant variable and rewards as 
independent variables, rewards were thus divided into financial and non-financial 
variables as indicated in Table 3.3, above.  Five factors were thus chosen to measure 
financial and non-financial variables.  The financial variables chosen were:  Salary 
increase and Performance bonus.  Non-financial variables chosen were:  Sense of 
accomplishment, Recognition/appreciation of a job well done and Career advancement. 
 
3.3.6 Pilot Study 
 
The survey questionnaire was pre-tested to verify any ambiguity within the instrument. 
Reliability was checked.  This was done by administering the survey to a subset within 
the main sample.  The subset of five participants was chosen based on their physical 
location relative to that of the researcher’s daily work location.  During the pre-test, the 
time that respondents took to complete the questionnaire was recorded in order to 
ensure that the questionnaire was not time-consuming.  Wording for the final 
questionnaire was slightly modified based on the respondent feedback of the pilot test.  
 
3.3.7 Data Collection Processes 
 
The questionnaires were distributed via e-mail to 81 participants.  Respondents were 
requested to use the multifunction printer’s e-mail facility to send back the completed 
questionnaires.  Questionnaires were received from the respondents via e-mail and 
were immediately numbered sequentially.  Table 3.4 below, indicates that 81 
questionnaires were distributed and 76 were returned.  However, it was discovered that 
a total of 3 questionnaires were incomplete and thus disregarded for analysis.  
Therefore, a total of 73 questionnaires, translating to 90% (73/81) were considered for 
data analysis and interpretation.  It is worth noting that the percentages in Table 3.4 are 
rounded off to ‘0’ decimal place for maintenance of consistency.   
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Table 3.4:  Summary of data collection and response rate 
 
State IT Agency's 
Offices in Eastern 
Cape 
Number of 
Employees 
Occupying  
A1 - D2 
Positions 
Breakdown of Questionnaires 
Fully Completed Incomplete Non-response 
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Bhisho 5 5 6%         
East London 36 36 44%         
Mthatha 5 5 6%         
Queenstown 4 3 4%         
Port Elizabeth 31 24 30%         
Un-identified       3 4% 5 6% 
Total 81 73 90% 3 4% 5 6% 
 
A total of 73 questionnaires were captured into a spreadsheet and forwarded to a 
Statistician for data analysis.   
 
3.4 VALIDITY AND RELIABILITY ISSUES 
 
Quinlan (2011, p. 43) refers to validity as the “issue of how valid the research is, in other 
words, how logical, truthful, robust, sound, reasonable, meaningful and useful the 
research is”.  Quinlan (2011, p. 43) further emphasises that in order for the research to 
be valid, it must make a contribution to knowledge.  She further defines the 
measurement ‘validity’ which refers to the degree to which data collection methods are 
designed to accomplish what it is that they are designed to accomplish (Quinlan, 2011, 
p. 335).  To ensure validity, the questionnaire and the conceptual framework of the 
research were sent to Nelson Mandela Metropolitan University (NMMU) Unit for 
Statistical Consultation (USC) to check whether the gathering instrument fully 
represented the conceptual framework of this study.  The final questionnaire was slightly 
modified based on NMMU’s Unit for Statistical Consultation feedback.  This study was 
therefore, based on content validity. 
 
Quinlan (2011, p. 70) asserts that reliability relates to the degree to which the research 
can be repeated while obtaining consistent result.  According to Sekaran and Bougie 
(2009, p. 161) the reliability of a measure is “an indication of the stability and 
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consistency with which the instrument measures the concept and helps to assess the 
‘goodness’ of a measure”.  The results of this questionnaire might vary slightly 
depending on various factors such as: the respondent’s interest in the study, time 
pressure, their willingness to give insight information, honesty and the relationship with 
the researcher. 
 
To ensure anonymity of the respondents, responses were e-mailed using the Minolta 
printer’s e-mail function.  The printer’s e-mail feature just shows the name of the printer 
which was used to e-mail back the questionnaires not the respondents’ names nor the 
name of the person that e-mailed back the questionnaire.  Annexure 6 shows that the 
responses were received from a Minolta.printer.  
 
STATISTICA was used to correlate test items for the section of the questionnaire that 
measured independent variables and the dependent variable.  To test reliability, 
Cronbach’s alpha was used.  The results obtained in the Cronbach’s alpha are shown in 
Table 3.5 below: 
 
Table 3.5:  Reliability of Measuring Instrument as measured by Cronbach’s Alpha 
 
  
Non-financial rewards
Cronbach alpha: 0.82
Average inter-item corr.: 0.29
Itm-Totl Alpha if Itm-Totl Alpha if Itm-Totl Alpha if
Correl. deleted Correl. deleted Correl. deleted
A14 0.66 0.61 A01 0.42 0.81 A04 0.26 0.70
A15 0.73 0.58 A02 0.71 0.79 A09 0.32 0.68
A16 0.63 0.62 A10 0.54 0.80 C07 0.50 0.60
B06 0.24 0.73 A11 0.48 0.80 C12 0.52 0.59
B07 0.20 0.75 A12 0.53 0.80 C13 0.60 0.55
B08 0.25 0.73 A13 0.31 0.82
A17 0.47 0.80
B01 0.53 0.80
B02 0.48 0.80
B03 0.48 0.80 Itm-Totl Alpha if
Itm-Totl Alpha if B04 0.44 0.80 Correl. deleted
Correl. deleted B05 0.39 0.81 A18 0.17 0.68
A03 0.60 0.72 C05 0.20 0.82 C01 0.27 0.57
A06 0.57 0.73 C11 0.63 0.25
A07 0.57 0.73 Job satisfaction C14 0.45 0.43
A08 0.68 0.71 Cronbach alpha: 0.52
C02 0.16 0.78 Average inter-item corr.: 0.27
C03 0.37 0.76 Itm-Totl Alpha if
C04 0.34 0.76 Correl. deleted
C08 0.43 0.75 A05 0.10 0.72
C09 0.30 0.77 C06 0.39 0.30
C10 0.55 0.01
Cronbach alpha: 0.58
Average inter-item corr.: 0.27
Performance management pract
Cronbach alpha: 0.77
Average inter-item corr.: 0.31
Motivation
Financial rewards
Cronbach alpha: 0.72
Average inter-item corr.: 0.37
Good working environment
Cronbach alpha: 0.68
Average inter-item corr.: 0.32
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In the Table 3.5, above, all the Cronbach’s alpha scores are above 0.60, which is fair 
reliability according to Zikmund, Babin, Carr and Griffin (2014), except for job 
satisfaction at 0.52 and employee motivation at 0.58.  According to Nunnally (1978), a 
Cronbach’s alpha of 0.50 is acceptable for basic and exploratory research. 
 
The Cronbach alpha of employee motivation could have increased to 0.68 if question 
A18 was deleted.  Question A18 was deemed vital for this study as the question was 
asked to determine whether employees were motivated to give their best effort at work 
each day.  The Cronbach alpha of job satisfaction could have increased to 0.72 if 
question A05 was deleted.  Both question A18 and question A05 were kept to be part of 
this study as Nunnally (1978), indicates that a Cronbach’s alpha of 0.50 is acceptable for 
basic and exploratory research. 
 
3.5 ETHICAL CONSIDERATIONS 
 
Ethics are defined by Quinlan (2011, p. 70) as a set of moral principles that are 
acceptable to a wider group or community.  The author also describes ethical guidelines 
as standards by which researchers need to evaluate their own conduct.  To ensure 
ethical consideration was given to this study, with each questionnaire distributed an 
information letter describing the nature of the study, the process of returning the 
completed questionnaire anonymously and the contact details of the researcher were 
included.   
 
Prospective respondents were also advised that their participation was voluntary and 
that they had a right to withdraw from the study at any stage.  The confidentiality and 
anonymity were guaranteed through the utilisation of the multipurpose printers’ direct 
scan to e-mail functionality to return the completed questionnaire to the researcher.  No 
respondent names were required on the questionnaire and these questionnaires were 
only numbered with a unique number upon their return.  The study’s ethical standards 
were also assessed in accordance with the Form-E ethics clearance process of the 
Nelson Mandela Metropolitan University (see Annexure 5). 
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3.6 DATA ANALYSIS 
 
The collected data was processed and organised for statistical analysis.  During the 
process: age, gender, job level and employee years in current organisation were treated 
as control variables and were therefore tested to establish how they affect employees’ 
motivational preferences.  Data analysis involved coding the responses and then 
capturing respondents’ data on an excel spreadsheet.  This study data was analysed 
using the STATISTICA computer software program.  Elements that were tested in data 
analysis were validity, reliability and quantitative data analysis.  Content validity was 
used to measure if the instrument was measuring what it was supposed to measure.  
Both exploratory and confirmatory data analysis were utilised in order to report by way of 
descriptive and inferential statistics.   
 
3.7 CHAPTER SUMMARY 
 
This chapter provided an in-depth discussion of the research methodology that was 
utilised in the study.  The research paradigm and methods that were adopted were 
discussed.  The chapter also highlighted how the measuring instrument was 
constructed, piloted and tested for reliability and validity.  Matters of ethical consideration 
and how the data was analysed were also outlined.  
 
This chapter also indicated that the study was a quantitative study and the survey was 
distributed to 81 participants of which 73 questionnaires were completed correctly and 
thus analysed.  Having discussed the research design and the methodology of this study 
in this chapter, reflection on the empirical results obtained from the quantitative data is 
discussed in the next chapter.   
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4. CHAPTER 4:  EMPIRICAL RESULTS 
 
4.1 INTRODUCTION 
 
The previous chapter gave an overview of the research methodology that was adopted 
by the study.  This chapter provides a discussion of the results following the adopted 
quantitative research methodology.  Quantitative research was conducted in the form of 
questionnaires accompanied by a cover letter, which were distributed amongst State IT 
Agency’s non-managerial employees in the Eastern Cape. 
 
This chapter will first discuss the demographics of the sample, followed by a discussion 
of responses to the questions related to job factors perceived by State IT Agency 
employees as motivational, rewards as an independent variable and motivation as the 
dependant variable.  The discussion will be expressed in percentage form and the 
responses will be rounded off to ‘0’ decimal place for maintenance of consistency. 
 
The questionnaires were distributed via e-mail to the entire population of this study.  
Respondents were requested to use the multifunction printer’s e-mail facility to send 
back the completed questionnaires.  Questionnaires were received from the 
respondents via e-mail and were immediately numbered sequentially.   
 
Table 4.1 and Figure 4.1 below, indicate that 81 questionnaires were distributed and 76 
were returned.  However, it was discovered that a total of 3 questionnaires were 
incomplete and thus disregarded for analysis.  Therefore, a total of 73 questionnaires, 
translating to 90% (73/81) were considered for data analysis and interpretation.  These 
questionnaires were captured into a spreadsheet and forwarded to a Statistician for data 
analysis. 
 
Collected data was analysed using SPSS (Statistical Package for Social Sciences) for 
descriptive and inferential statistics.  Descriptive statistics such as frequency 
distributions, cross-tabulation and measures of central tendencies such as means were 
used to describe the characteristics of the collected data.  Hypotheses were tested to 
determine the strength and direction of the hypothesised relationships. 
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Table 4.1:  Summary of data collected and response rate 
 
State IT 
Agency's 
Offices in 
Eastern Cape 
Number of 
Employees 
Occupying  
A1 - D2 
Positions 
Breakdown of Questionnaires 
Fully Completed Incomplete Non-response 
Number Percentage Number Percentage Number Percentage 
Bhisho 5 5 6%         
East London 36 36 44%         
Mthatha 5 5 6%         
Queenstown 4 3 4%         
Port Elizabeth 31 24 30%         
Un-identified       3 4% 5 6% 
Total 81 73 90% 3 4% 5 6% 
 
Figure 4.1:  Summary of data collection and response rate 
 
 
 
4.2 ANALYSIS AND PRESENTATION OF BIOGRAPHICAL DATA 
 
4.2.1 Demographic Data 
 
Although it was not part of the purpose of the study, this set of data was intended to 
describe demographic characteristics of the sample and to assess for any influence on 
the research findings.  This section of the results consists of the survey items that are 
90% 
4% 6% 
Fully completed
Incomplete
Non-respondents
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related to the demographics of the participants and which are associated with gender, 
age, ethnicity, marital status, job level, the total working experience within the 
organisation and the number of years that the participants have worked in the current 
job title. 
 
4.2.1.1 Gender 
 
Of the 73 participants, the respondents reflected participation from 41 males and 32 
females.  Table 4.2 and Figure 4.2 demonstrate the demographic composition of the 
study in terms of gender.  Table 4.2 shows that 41 respondents were males and 32 
respondents were females.   
 
Table 4.2:  Demographic composition of the sample:  Gender 
 
Gender Number of responses Percentage of responses 
Male 41 56% 
Female 32 44% 
Total 73 100% 
 
Figure 4.2 shows that 56% of the respondents were males and 44% were females.   
 
Figure 4.2:  Response rate by Gender 
 
 
 
56% 
44% 
Male Female
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Responses show that the number of male employees is more when compared to 
females.  This result is in line with the State IT Agency’s Career and Succession Plan 
(RSA, 2017, p. 11) which indicates that there are more males than females within the 
organisation.  Gender disparity in terms of an under-representation of females in the IT 
profession has been investigated in many studies (Adam, 2002, p. 59; Morgan, 
Quesenberry and Trauth, 2004, p. 1; Riemenschneider, Armstrong, Allen, Reid, 2006, p. 
58; Trauth, 2002, p. 98).   Also, Harris, Cushman and  Robin (2009, p. 23) mention that 
past research has shown that the perception many females have of the culture in the IT 
field is one of being predominantly male, thus making advancement for women difficult. 
 
4.2.1.2 Age 
 
The age distribution of participants ranged from under 30 years to older than 60 years.  
The illustration of age composition is presented in Table 4.3 and Figure 4.3.  Table 4.3 
illustrates that 2 respondents were under 30 years, 30 respondents were in the age 
group of 30 to 40 years, 19 respondents were between the ages of 41 to 50, 22 
respondents were between the ages of 51 to 60 and no respondents fell into the 
category of 60 years and beyond. 
 
Table 4.3:  Demographic composition of the sample:  Age 
 
Age Group Number of responses Percentage of responses 
Under 30 2 3% 
30-40 years 30 41% 
41-50 years 19 26% 
51-60 years 22 30% 
Over 60 years 0 0% 
Total 73 100% 
 
Figure 4.3 shows that 3% of the respondents were under the age of 30 years whilst 41% 
were between the ages of 30 to 40 years and which had the highest percentage of the 
age distribution.  The ages between 41 to 50 years constituted 26% of the respondents, 
whilst 30% of the respondents were between 51 to 60 years with no respondents aged 
60 and above.    
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Figure 4.3:  Response rate by age group 
 
 
 
The concentration of employees in the age group 30 to 40 years, 41 – 50 years and 51 
to 60 years is the indication of maturity within the respondents.  Having matured 
employees could provide the State IT Agency with an advantage of having matured 
employees that could impart knowledge to those employees that are starting 
employment.  However, having more employees in the age group 51 – 60 as compared 
to employees younger than 30 years could be a risk for the organisation as these older 
employees are set to leave the workforce and thus take with them critical amounts of 
tacit knowledge.  The organisation needs to ensure that there are younger employees 
available for the skills transfer to take place.   
 
4.2.1.3 Ethnicity 
 
Table 4.3 and Figure 4.4 illustrate the ethnicity of the respondents.  Table 4.4 showed 
that 50 respondents were African, 8 respondents were coloured and 15 respondents 
were white.   
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Table 4.4:  Demographic composition of the sample:  Ethnicity 
 
Ethnic Group Number of responses Percentage of responses 
Black 50 68% 
Coloured 8 11% 
White 15 21% 
Other 0 0% 
Total 73 100% 
 
The ethnic group of the respondents is a reflection of the demographic demarcation of 
the Eastern Cape Province, which has predominantly black residents. 
 
Figure 4.4:  Response rate by ethnic group 
 
 
 
The analysis of the data on Figure 4.4 indicates that the majority of the respondents 
were black, which is 68%.  Whereas 21% respondents were white and 11% of 
respondents were coloured.  
 
4.2.1.4 Job Level 
 
The job level of the respondents ranged from B1 up to D1.  Table 4.5 and Figure 4.5 
illustrate the job levels of the respondents.  Table 4.5 shows that there were 5 
respondents occupying B1 – B5 job level, 61 respondents within C1 – C5 job position 
and 7 employees were in job level D1. 
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Table 4.5:  Demographic composition of the sample:  Job level 
 
Job Levels Number of responses Percentage of responses 
B1-B5 5 7% 
C1-C5 61 83% 
D1 7 10% 
Total 73 100% 
 
The analysis of the data in Figure 3.3 indicates that 7% occupied job level B1 – B5.  The 
majority of the respondents, which is 83% were in job level C1 – C5 and 10% of 
employees were in job level D1.  Annexures 3 and 4 have a summary of the State IT 
Agency’s job levels and theme of work per job level. 
 
Figure 4.5:  Response rate by job level 
 
 
 
4.2.1.5 Years in organisation in relation to the current employer 
 
The respondents were required to indicate their working experience in years and this 
was in relation to the current employer.  Table 4.6 and Figure 4.6 indicate the number of 
years that the respondents have spent at the State IT Agency.  Table 4.6 depicts that 
there were 5 respondents who had less than 3 years in the current employment, 10 
respondents had worked in the current employment for 3 to 5 years, 24 respondents had 
worked in the current employment for 6 to 10 years, 21 respondents had worked in the 
current employment for 11 to 20 years and 13 respondents had worked in the current 
employment for over 21 years.  
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Table 4.6:  Demographic composition of the sample:  Working experience with the 
current employer 
 
Working Experience Number of responses Percentage of responses 
0-2 yrs 5 6% 
3-5 yrs 10 14% 
6-10 yrs 24 33% 
11-20 yrs 21 29% 
21+ yrs 13 18% 
Total 73 100% 
 
Figure 4.6 depicts that 6% of the respondents have spent less than 2 years in the 
organisation for which they work and 14% have been working in the organisation for 3 to 
5 years.  The majority of respondents, which is 33%, have been with the same 
organisation for 6 to 10 years whilst 29% respondents have 11 to 20 years of experience 
in the organisation for which they work and 18% have 20 years and more in the current 
employment.   
 
Figure 4.6:  Response rate by working experience in current organisation 
 
 
 
Figure 4.6 shows that most respondents had been in the organisation for a long enough 
time to sufficiently respond about factors that enhance their motivation at work.  These 
findings also indicate that the respondents have high levels of working experience.  This 
has both an advantage and a disadvantage for the State IT Agency.  The major 
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advantage is that these employees have a wealth of knowledge of the systems and 
technical expertise within the employment.  Thus they would be able to assist the 
organisation in implementing their programmes efficiently.  The disadvantage of this, 
however, is that of the change which characterised the working environment.  
Employees with more experience in the working environment do not adapt well to 
change.   
 
4.2.1.6 Years of service in the current job with the current employer 
 
The respondents were required to indicate their working experience in years in their 
current position and this was in relation to the current employer.  Years of experience 
can be used as an indicator of the period taken in an organisation to observe the 
operation of an organisation and to competently report about it.  Table 4.7 depicts that 
there are 7 respondents that have held the current position for less than 3 years, 19 
respondents have been in the current position for five 3 to 5 years, 21 respondents have 
been in the same position for 6 to 10 years, 21 respondents have been in the current 
position for 11 to 20 years and 5 respondents have been in the same position for 21 
years and more.  
 
Table 4.7:  Demographic composition of the sample:  Years in current job 
 
Years in current position Number of responses Percentage of responses 
0-2 yrs 7 9% 
3-5 yrs 19 26% 
6-10 yrs 21 29% 
11-20 yrs 21 29% 
21+ yrs 5 7% 
Total 73 100% 
 
The analysis of the experience in the current position held by the respondents as 
depicted by Figure 4.7 shows that 9% of the respondents have less than 3 years in the 
position that they hold and 26% of responded have been in the same position for 3 – 5 
years.  The majority of respondents, which is 29%, indicated that they had been holding 
the positions that they were currently in for 6 – 10 years and another 29% of employees 
had 11 to 20 years in the current position.  Responses show that 7% have been in their 
positions for 21 years and more.   
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Figure 4.7:  Response rate by years in current position 
 
 
 
The highest concentration of respondents is in the category of between 6 – 20+ years 
and could be an indication that the State IT Agency does not have an effective career 
advancement programme through which employees get promoted, nor a recruitment 
strategy that prioritises internal employees for vacant positions.  On the contrary, this 
could also be an indication of low turnover which means that it is rare to find vacant 
positions within the organisation, hence it takes longer for employees to advance into 
other positions. 
 
4.2.2 The effect of demographic data on variables 
 
This section assessed whether demographic characteristics have an influence on 
research findings.  Descriptive statistics such as frequency distributions,  
cross-tabulations and means scores were thus used to assess whether demographic 
characteristics have an influence on research findings.   Pearson`s Correlation 
Coefficients were used to determine the strength and direction of the hypothesised 
relationships.  The statistical significance of relationships among selected variables was 
set at the 0.05 significance level.   
 
A study by Wong, Siu, and Tsang (1999, p. 256) which utilised Kovach’s 10 Job Factors 
survey in the US and Canada surveying hotel workers, ranked the 10 job motivating 
factors 1–10 with 1 as the most important and 10 as the least important.  The study 
divided the 10 job motivating factors into two variables: intrinsic and extrinsic variables.  
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The intrinsic variables consisted of; a feeling of involvement, supervisor’s help with 
personal problems, interesting work, promotion or career development and full 
appreciation of a job well done.  The extrinsic variables were; job security, good wages, 
tactful discipline, and good working conditions.  Their studies revealed that different 
departments within a hotel respond to different motivators.  They found significant 
differences in some demographic variables such as gender and marital status.  The 
study illustrated some gender differences in that females were more inclined to value 
recognition factors like: “Appreciation and praise for a job well done,” and “feeling of 
being involved,” and, “interesting work.”  The intrinsic factors differed for females, 
unmarried employees, employees with higher education, and employees earning higher 
wages.  Married workers also preferred more intrinsic factors. (Wong et al., 1999,  
p. 256). 
 
4.2.2.1 Effect of demographic characteristics on motivational factors preferred 
by the employees 
 
A t-test was conducted on preferred motivational factors by gender and an analysis of 
variance (ANOVA) on preferred motivational factors by age. 
 
4.2.2.1.1 T-test comparing of gender on preferred motivational factors  
 
Table 4.8 depicts the T-test used to determine the effect of gender on job factors 
preferred by employees as motivators.  The motivational factors included salary 
increase, performance bonus, financial rewards, career advancement, recognition, 
sense of accomplishment, good working environment, job satisfaction and performance 
management practices. 
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Table 4.8:  T-Test showing the effect of gender on preferred motivational factors 
 
T-tests; Grouping: Gender 
(M= Males; F = Females) 
        
Motivational Factors Mean Mean t-value df p Valid N Valid N Std.Dev. Std.Dev. 
 Variable M F       M F M F 
ER_FinSalincr 4.34 4.13 0.82 71 0.4144 41 32 0.99 1.26 
ER_FinBonus 4.44 4.09 1.25 71 0.2141 41 32 1.05 1.30 
ER_FinRewards 4.17 4.00 0.59 71 0.5588 41 32 1.16 1.32 
ER_NonFinCAdv 3.93 4.13 -0.70 71 0.4862 41 32 1.33 1.01 
ER_NonFinRecogn 3.56 3.47 0.41 71 0.6824 41 32 1.00 0.88 
IR_NonFinAccompl 4.08 4.05 0.14 71 0.8853 41 32 0.85 0.87 
OMF_GDWEnviron 4.22 3.98 1.20 71 0.2330 41 32 0.66 1.00 
OMF_JobSatis 4.29 4.09 0.91 71 0.3668 41 32 0.98 0.86 
OMF_PMPract 4.09 3.89 0.76 71 0.4482 41 32 1.09 1.07 
 
Based on Table 4.8, the respondents’ gender has no influence on employees’ 
motivational preferences such as salary increase, performance bonus, financial rewards, 
career advancement, recognition, sense of accomplishment, good working environment, 
job satisfaction and performance management practices as p > 0.05 in all cases. 
 
4.2.2.1.2 ANOVA comparing age on preferred motivational factors preferred 
 
Table 4.9 depicts an analysis of variance used to determine the effect of age on job 
factors preferred by employees as motivators.   
 
Table 4.9:  ANOVA showing the effect of age on preferred motivational factors 
 
 Motivational Factor F p Significance Overall results 
ER_FinSalincr 1.91 0.1552 p > 0.05 No significant differences 
ER_FinBonus 1.96 0.1491 p > 0.05 No significant differences 
ER_FinRewards 2.90 0.0618 p > 0.05 No significant differences 
ER_NonFinCAdv 4.31 0.0171 p < 0.05 Marked effects (in red) are significant  
ER_NonFinRecogn 3.76 0.0281 p < 0.05 Marked effects (in red) are significant  
IR_NonFinAccompl 1.32 0.2725 p > 0.05 No significant differences 
OMF_GDWEnviron 0.98 0.3806 p > 0.05 No significant differences 
OMF_JobSatis 2.64 0.0785 p > 0.05 No significant differences 
OMF_PMPract 1.19 0.3114 p > 0.05 No significant differences 
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The above results as shown in Table 4.9 indicate that age has no significant effect on 
job factors (financial rewards, sense of accomplishment, a good working environment, 
job satisfaction and performance management practices) preferred by employees for 
motivational purposes.  The significance of these variables is confirmed by > 0.05.   
 
However, a statistical relationship has been found between career advancement and 
age group and between recognition of a job well done and age group.  This significance 
between these variables is indicated by p < 0.05.   
 
Table 4.10 and Figure 4.8 reveal a close inspection of the ANOVA results shown in 
Table 4.9 in order to ascertain the statistical relationship that has been found between 
career advancement and age group and between recognition of a job well done and age 
group. 
 
Table 4.10:  Cross-tabulation showing the effect of age on preferred motivational 
factors 
Age Groups 
Financial Rewards Non-Financial Rewards 
Other Motivational 
Factors 
ER_ 
Fin 
Salincr 
ER_ 
Fin 
Bonus 
ER_ 
Fin 
Rewards 
ER_ 
NonFin
CAdv 
ER_ 
NonFin
Recogn 
IR_ 
NonFinA
ccompl 
OMF_ 
GDW 
Environ 
OMF_ 
Job 
Satis 
OMF_ 
PM 
Pract 
Under 40 4.28 4.16 4.16 4.13 3.73 4.23 4.20 4.47 4.13 
41-50 years 4.58 4.74 4.53 4.47 3.68 4.05 4.21 4.11 4.13 
51-60 years 3.91 4.09 3.64 3.45 3.08 3.85 3.91 3.91 3.70 
All Grps 4.25 4.29 4.10 4.01 3.52 4.07 4.12 4.21 4.00 
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Figure 4.8:  Showing the effect of age on preferred motivational factors 
 
 
 
Table 4.10 and Figure 4.8 above indicate some differences and similarities in terms of 
motivational preferences by different age groups.   
 
These results indicate that age group 51 – 60 is least motivated by career advancement 
(3.45) as compared to other age groups.  The 51- 60 age group of the State IT Agency 
could be least motivated by career advancement opportunities as these employees are 
closer to retirement age, therefore, they are not interested in learning new skills as the 
new job requires such.  Overall mean score of 3.52 for recognition for a job well done 
indicates that this variable is the least preferred reward by all age groups.   
 
It is also worth noting that the results also indicate that all age groups indicated that they 
prefer financial rewards for motivational purposes.  However, age group 41 - 50 overall 
mean scores on financial rewards are higher as compared to other age groups.  The  
41- 50 age group of the State IT Agency could be motivated by financial rewards as a 
result of them getting closer to pensionable age and would like to increase their savings 
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rate optimally so as to retain their current lifestyles when they retire.  The results further 
indicate that age group 51 – 60 in each of the motivational factors has the lowest mean 
ratings as compared to other age groups’ motivational factors.  It can thus be concluded 
that age has an effect on employees’ motivational preferences.   
 
4.2.2.2 The effect of demographic characteristics on employee motivation 
 
A t-test was conducted on employee motivation by gender and an analysis of variance 
(ANOVA) on employee motivation by age groups, ethnicity, job levels, office location, 
years in organisation and the number of years in the current position. 
 
The t-test as indicated in Table 4.11, has been used to test two means (i.e. males and 
females) whilst the ANOVA as shown in Table 4.11 has been used to test the difference 
amongst the means of different demographic factors (age groups, ethnicity, job levels, 
offices, years in organisation and years in current position). 
 
4.2.2.2.1 T-test comparing gender on employee motivation 
 
Table 4.11 depicts the T-test used to determine the effect of gender employee 
motivation.   
 
Table 4.11:  T-Test showing the effect of gender on employee motivation 
 
 T-tests; Grouping: Gender 
  Mean Mean t-value df p Valid N Valid N Std.Dev. Std.Dev. 
  Males Females       Males Females Males Females 
Motivation 3.23 3.46 -1.46 71 0.14998 41 32 0.61 0.77 
 
The above results as showed in the Table 4.11 indicate that the respondents’ gender 
has no influence on employee motivation as p > 0.05.  Therefore, there is no 
significance difference in males and females motivational levels, this is indicated by 
overall mean value of 3.23 and 3.46, respectively. 
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4.2.2.2.2 ANOVA on demographic characteristics (excl. gender) on employee 
motivation 
 
An ANOVA, as indicated in Table 4.12 has been used to determine the statistical 
relationship between the demographic factors (age groups, ethnicity, job levels, offices, 
years in organisation and years in current position) and employee motivation. 
 
Table 4.12:  ANOVA results showing the effect of demographic characteristics on 
employee motivation 
Demographics F p Significance Overall results 
Age groups 1.58 0.2125 p > 0.05 No significant differences 
Ethnicity 2.29 0.1093 p > 0.05 No significant differences  
Job Levels 0.60 0.5491 p > 0.05 No significant differences  
Office location 0.82 0.4432 p > 0.05 No significant differences  
Years in Organisation 1.22 0.3094 p > 0.05 No significant differences  
Years in current position 3.02 0.0236 p < 0.05 Marked effects (in red) are significant  
 
The above results as shown in table 4.12 indicate that the respondents’ age groups, 
ethnicity, job levels, offices and years in the organisation have no significant effect on 
employee motivation due to p > 0.05.  However, a statistical relationship has been found 
between the number of years in the current position and employee motivation as p < 
0.05.  In other words, number of years in the current position influences employee 
motivation. 
 
Table 4.13 and Figure 9 show a close inspection of the ANOVA results shown in Table 
4.12 in order to ascertain the statistical relationship that has been found between the 
number of years in the current position and employee motivation. 
 
Table 4.13:  Showing the effect of the number of years in the current positon on 
employee motivation 
 
Years in current position Means N Std.Dev. 
0-2 yrs 3.96 7 0.47 
3-5 yrs 3.49 19 0.62 
6-10 yrs 3.12 21 0.86 
11-20 yrs 3.29 21 0.46 
21+ yrs 2.90 5 0.70 
All Grps 3.33 73 0.69 
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Figure 4.9:  Showing the effect of the number of years in the current position on 
employee motivation 
 
 
 
Table 4.13 and Figure 4.9 depict that respondents who are new in their positions (0-2 
years) are more motivated as compared to those who have been doing the same jobs 
for longer.  It also worth noting that the length of time the employees remained in the 
same job tends to have a diminishing effect on employees’ motivational levels.  The 
lower levels of employee motivation on those employees who have been doing the same 
jobs longer could be an indication that these employees are bored at performing the 
same tasks for years. 
 
It can thus be concluded that a statistically significant relationship exists between the 
number of years in the current position and employee motivation. 
 
4.3 ANALYSIS AND PRESENTATION OF DESCRIPTIVE STATISTICS 
 
This section analyses and interprets the descriptive statistics with regard to the  
closed-questions asked from the respondents in Parts A, B and C of the questionnaire.   
This measuring instrument for section A – C consisted of 42 questions as indicated 
below: 
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 A total of 41 questions anchored to a five (5) point Likert scale and which required 
respondents to indicate their level of agreement with the statements that were 
provided in the questionnaire, ranging from 1 (strongly disagree) to 5 (strongly 
agree).  
 
 Just 1 question (question B10) used to gauge respondents’ overall satisfaction with 
the official performance-based rewards offered by the organisation was based on a 
3-point scale ranging from 1 (not satisfied) to 3 (very satisfied)  
 
It is worth noting that this section will discuss the 41 questions anchored to a five (5) 
point Likert scale.  Whereas, question (B10) anchored on a 3-point scale will be 
discussed in the next section.  
 
The questionnaire constituted of motivation as a dependant variable, rewards as 
independent variables and selected job motivational factors such as performance 
management practices and job satisfaction.  The questionnaire was also directed 
towards answering the research questions as stipulated in Chapter One.  Annexure 7 
has a detailed questionnaire structure and Table 4.14 below has the summarised 
version of the questionnaire structure. 
 
Concise answers from the respondents are captured and illustrated in frequency tables 
and histogram charts.  Here it is noted that mean scores of all variables which are below 
3 would imply that employees disagreed with the statement posed and that the more 
spread out the data was, the higher the deviation would be.  The standard deviation is 
calculated as the square root of the variance.  Variance in a data set is the extent to 
which the values in the data set differ from the mean (Quinlan, 2011, p. 400).   
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Table 4.14:  Variables, Job Motivational Factors and Questionnaire distribution 
 
 
  
 
Variable Name Code 
Number in 
Questionnaire  
Extrinsic 
Moti-
vational 
Factor 
Extrinsic 
Rewards 
Financial 
Rewards 
State IT 
Agency official 
Performance-
based 
Rewards 
Annual Salary 
increase 
ER-FIN-
SALINCR 
A14, B06 
Annual Bonus 
ER-FIN-
BONUS 
A15, B07 
General Financial 
Rewards 
ER-FIN-
REWARDS 
A16, B08 
Non-Financial 
Rewards 
Additional 
Performance-
based 
Rewards 
Career 
Advancement  
ER-NONFIN-
CADV 
A10, B02, 
B05 
Recognition of a 
job well done 
ER-NONFIN -
RECOGN 
A11, A12, 
A13, B01, 
B03, B04 
Intrinsic 
Moti-
vational 
Factor 
Intrinsic 
Rewards 
Non-Financial 
Rewards 
Self-initiated 
rewards A sense of 
accomplishment 
IR-NONFIN-
ACCOMPL 
A01, A02, 
A17, C05 
    Overall 
perception of 
rewards   
 B09, B10 
Intrinsic 
Moti-
vational 
Factor 
 
 Other  
job-related 
motivational 
factors 
Job satisfaction 
OMF -
JOBSATIS 
A05, C06, 
C10 
Extrinsic 
Moti-
vational 
Factor 
 
 
P
e
rf
o
rm
a
n
c
e
 M
a
n
a
g
e
m
e
n
t 
P
ra
c
ti
c
e
s
 (
P
M
P
) 
Goal 
setting 
and 
performa
nce 
feedback 
OMF -
PMPRACT 
A03, A08, 
C02, C03, 
C04,  
 
 Job-
specific 
material, 
tools and 
skills 
OMF -
PMPRACT 
A06, A07, 
C08, C09 
 
 
Good working 
environment 
OMF -
GDWENVIRO
N 
A04, A09, 
C07, C12, 
C13 
 
 
  Employee 
Motivation 
MOTIVA-
TION 
A18, C01, 
C11, C14 
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4.3.1 Analysis and Presentation of Part A of the Questionnaire – Extrinsic 
and Intrinsic Job Motivational Factors 
 
During the literature review, it has been noted that employees are not motivated by the 
same things, at the same time and for the same reason nor with the same intensity (Nel 
et al. (2014, p. 266).  The literature review also revealed that employees are motivated 
by intrinsic factors when they reward themselves for a certain level of performance such 
as feeling that they have accomplished a personal goal, learning a new skill or by doing 
a job that is intellectually stimulating and exciting.  The literature further highlights that 
individuals can be motivated both by extrinsic factors provided by the organisation and 
by the intrinsic factors that they relate to themselves (Burton, 2012, p. 12; Melaku, 2016, 
p. 18; Yoon et al., 2015, p. 386).   
 
This being the case, the first part (Part A) of the questionnaire comprised a series of 
statements generally designed to determine whether employees found the following job-
related factors motivational: 
 
 The official State IT Agency’s performance-based rewards (bonus and a salary 
increase) 
 Additional performance based rewards (recognition of a job well done and career 
advancement) 
 Intrinsic rewards (a sense of accomplishment) 
 Other job-related motivational factors (a good working environment, performance 
management practices and job satisfaction). 
 
The questions on Part A of the questionnaire were thus directed toward answering the 
research question as stipulated in Chapter One and set out below: 
 
RQ1: Which job-related factors are preferred by the State IT Agency employees 
for motivational purposes? 
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4.3.1.1 Part A of the Questionnaire on Rewards 
 
Rewards were defined in the literature review as “something which is given or received 
in return for an achievement or success” (Bowen, 2002 as quoted in Zeb et al., 2014, p. 
296).  As noted earlier, this study considered rewards as an independent variable.  
Rewards were thus divided into financial and non-financial rewards as indicated in Table 
4.12, above.  The statements on rewards were meant to gain an understanding about 
the employees’ opinions relating to which of the rewards they consider as their source of 
motivation.   
 
Five factors were thus chosen to measure financial and non-financial variables.  State IT 
Agency’s official performance-based rewards include an annual performance bonus and 
an annual performance-based salary increase (State IT Agency Remuneration Policy, 
2012, p 9).  Hence, an annual performance bonus and performance-based salary 
increase were considered as the only financial rewards for this study as these are 
acknowledged as the only official State IT Agency’s performance based rewards.   
 
Although non-financial rewards are not mentioned in the State IT Agency Remuneration 
Policy (RSA, 2012), this study also considered non-financial rewards:  Sense of 
accomplishment, Recognition/appreciation of a job well done and Career advancement.  
In considering the fact that the performance bonus and performance-based salary 
increase are annual rewards, therefore, qualifying employees get rewarded for the 
previous year’s performance.  The non-financial rewards questions were thus included in 
order to determine whether the organisation used other types of rewards to keep the 
employees motivated throughout the year. 
 
4.3.1.1.1 Part A of the Questionnaire on Financial Rewards 
 
The statements on the State IT Agency’s performance-based rewards were meant to 
determine whether the employees preferred a performance-based salary increase and 
performance bonus for motivational purposes.  It is also worth noting that the additional 
statement on financial rewards was meant to determine whether employees were 
generally motivated by financial rewards and not just the performance-based salary 
increase and performance bonus.   
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During the literature review, financial rewards were categorised as extrinsic rewards.  
Aworemi et al. (2011, p. 228) define extrinsic rewards as anything received from another 
person that the recipient values and dependent on his or her behaviour or results.  
According to Burton (2012, p. 20) financial rewards mean that the employee directly 
receives some kind of monetary reward, whereas, non-financial rewards means no 
monetary reward given to an employee but there is a focus on the emotional needs of 
the employees (Burton, 2012, p. 16).  Table 4.15 and Figure 4.10 illustrate the results 
that were received from the respondents. 
 
Table 4.15:  Descriptive Statistic for Part A of the Questionnaire on Financial 
Rewards 
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ER-FIN-
SALINCR 
A14 A performance-based salary 
increase for my outstanding 
performance motivates me. 
4 7 7 24 58 4.25 1.12 
Performance 
bonus  
ER-FIN-
BONUS 
A15 A performance bonus for my 
outstanding performance 
motivates me. 
7 4 4 23 62 4.29 1.17 
Overall mean score for official performance-based rewards 4.27  
Financial 
Rewards  
ER-FIN-
REWARDS 
A16 Financial rewards for my 
outstanding performance 
motivates me. 
7 7 8 26 52 4.10 1.23 
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Figure 4.10:   Descriptive Statistics for Part A of the Questionnaire on Financial 
Rewards 
 
 
 
Table 4.15 and Figure 4.10 above indicate that the responses received in all the 
statements were positive.  In determining whether a performance-based salary increase 
motivates the employees, only 11% of respondents disagreed, 7% decided to remain 
neutral and 82% agreed that a performance-based salary increase motivated them. 
 
A total of 85% of respondents said getting a performance bonus for outstanding work 
achievement motivated them.  However, 11% of the respondents felt that a performance 
bonus did not motivate them, while 4% of the respondents chose not to give a final 
opinion on this question but rather remained neutral. 
 
The mean scores for official performance-based rewards ranged from 4.25 to 4.29 with 
an overall mean score of 4.27, which means that the responses to the statements in this 
variable were mostly positive and respondents considered the State IT agency official 
performance-based rewards motivational.   
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A16.  Financial rewards for my outstanding performance motivate me.
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In determining whether financial rewards motivate the employees, only 14% of 
respondents disagreed, 8% decided to remain neutral and 78% agreed that they were 
motivated by financial rewards.   
 
The mean score of 4.10 on financial rewards indicates that employees were generally 
motivated by financial rewards.  The results on this statement correlate with the previous 
results on performance-based salary increase and a performance bonus as these 
rewards are categorised as financial rewards.   
 
4.3.1.1.2 Part A of the Questionnaire on Extrinsic: Non-Financial Rewards  
 
The statements on extrinsic non-financial rewards were meant to determine whether the 
employees preferred career advancement opportunities and recognition for motivational 
purposes.   
 
It is also worth noting that this study considered career advancement as a reward as this 
study intendend to determine whether respondents were motivated by getting interesting 
career opportunities due to their outstanding performance. Hence, this study also 
considered career advancement as an extrinsic reward as literature indicated extrinsic 
rewards as anything received from another person that the recipient values and these 
are dependent on such individual behaviour or results (Aworemi et al., 2011, p. 228).  
Also Burton (2012, p. 13) emphasises that employees need to prove themselves to 
another person in order to obtain extrinsic rewards.  Based on that, in this study, 
employees had to prove themselves by means of performing exceptionally well and in 
exchange for their outstanding performance, the organisation considered them for 
career advancement opportunities. 
 
Hackman and Oldham (1976), cited in Jehanzeb et al. (2012, p. 273), see extrinsic 
rewards as the benefits provided by the organisation to the employee, such as salary, 
fringe benefits, bonus and career advancement opportunities.  Extrinsic rewards do not 
occur naturally with the behaviour or result.  Instead, someone introduces these rewards 
(Aworemi et al., 2011, p. 228).  Burton (2012, p. 13) further added that extrinsic rewards 
are both tangible and also intangible.  On that note, career advancement and recognition 
are thus considered as intangible extrinsic rewards. 
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Table 4.16 and Figure 4.11 illustrate the results that were received from the 
respondents. 
 
Table 4.16:  Descriptive Statistics for Part A of the Questionnaire on Extrinsic:  
Non-Financial Rewards 
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NONFIN -
CADV 
A10 Getting interesting 
opportunities for my 
outstanding performance 
motivates me. 
3 15 8 26 48 4.01 1.20 
  Mean Score for Career Advancement    4.01  
Recognition/ 
appreciation 
of a job well 
done 
ER-NONFIN 
-RECOGN A11 Being publicly recognised for 
my outstanding performance 
motivates me. 
4 23 33 18 22 3.30 1.17 
A12 Receiving praise and thanks 
for my outstanding 
performance motivates me. 
0 16 18 36 30 3.79 1.05 
A13 Receiving time-off for my 
outstanding performance 
motivates me. 
3 28 21 15 33 3.47 1.29 
    Overall mean score for Recognition/ Appreciation 3.52  
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Figure 4.11:  Figure: Descriptive Statistics for Part A of the Questionnaire on 
Extrinsic:  Non-Financial Rewards 
 
 
 
Table 4.16 and Figure 4.11 above show mixed responses.  There were only two 
statements that showed a tendency towards agreeing.  The first statement is under 
career advancement where 74% of the respondents agreed to be motivated by getting 
interesting opportunities for their outstanding work achievements.  This statement had 
18% of respondents disagreeing whilst 8% of respondents chose to remain neutral.  The 
other statement is under recognition where 66% agreed to be motivated by receiving 
praise and thanks for outstanding work achievements.  Respondents that elected to 
remain neutral constituted 18% and 16% of respondents disagreed with the statement. 
 
It is a concern that two of the statements under recognition showed a high number of 
respondents choosing to remain neutral.  The first statement is where 40% of the 
respondents agreed to being motivated by being publicly recognised for outstanding 
work achievements.  This statement had 27% disagreeing whilst 33% of respondents 
chose to remain neutral.  The other statement is where 21% elected to remain neutral, 
48% agreed to be motivated by receiving time-off for my outstanding work achievements 
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A10.  Getting interesting opportunities for my outstanding performance  motivates me.
A11.  Being publicly recognised for my outstanding performance motivates me.
A12.  Receiving praise and thanks for my outstanding performance  motivates me.
A13.  Receiving time-off for my outstanding performance  motivates me.
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and 32% of respondents disagreed.  The career advancement variable had a mean 
score of 4.01, which means that the responses on this statement were mostly positive 
and respondents are motivated by career advancement.  The mean scores on 
recognition and appreciation ranged from 3.30 to 3.79.  The overall mean score of the 
three questions is 3.52.  This implies that the respondents slightly considered 
recognition and appreciation motivational.  
 
4.3.1.1.3 Part A of the Questionnaire on Intrinsic Rewards 
 
Intrinsic rewards were defined in the literature review as positive emotional experiences 
resulting directly and effortlessly from the individual’s behaviour or results (Aworemi et 
al., 2011, p. 228).  According to Burton (2012, p. 13), intrinsic rewards come from within 
a person and such rewards are intangible, therefore, non-financial.  The statements on 
intrinsic rewards were meant to determine whether the employees preferred the positive 
inner feelings they experience from their jobs for motivational purposes.  Table 4.17 and 
Figure 4.12 illustrate the results that were received from the respondents. 
 
Table 4.17:  Descriptive Statistics for Part A of the Questionnaire on Intrinsic 
Rewards 
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A01 Feeling a spirit of teamwork and 
cooperation among co-workers 
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1 16 21 25 37 3.79 1.15 
A02 Feeling that my work is valued and 
appreciated motivates me. 
1 3 14 33 49 4.26 0.90 
A17 A sense of satisfaction I get from my 
outstanding performance motivates me. 
4 12 8 16 60 4.15 1.24 
     Overall mean score    4.07  
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Figure 4.12:  Descriptive Statistics for Part A of the Questionnaire on Intrinsic 
Rewards 
 
 
 
Table 4.17 and Figure 4.12 above show that the majority of the respondents agree that 
they are intrinsically motivated.  In determining whether a spirit of teamwork and 
cooperation among co-workers motivates the employees, only 17% of respondents 
disagreed, 21% decided to remain neutral and 62% agreed that a spirit of teamwork and 
cooperation among co-workers motivates them.  A total of 82% of respondents said a 
feeling of being valued and appreciated motivates them.  However, 4% of the 
respondents felt that they are not motivated by feeling valued and appreciated for their 
work, while 14% of the respondents chose not to give a final opinion on this question but 
rather remained neutral. 
 
In determining whether employees get motivated by feeling a sense of satisfaction they 
get from their outstanding work achievements, only 16% of respondents disagreed, 8% 
decided to remain neutral and 76% agreed that a sense of satisfaction they get from 
their outstanding work achievements motivates them.  The mean scores ranged from 
3.79 to 4.26 and the overall mean score of the three questions is 4.07.  This implies that 
respondents considered intrinsic rewards as their source of motivation. 
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A01.   Feeling a spirit of teamwork and cooperation among co-workers motivates me.
A02.   Feeling that my work is valued and appreciated motivates me.
A17.  A sense of satisfaction I get from my outstanding performance motivates me.
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4.3.1.2 Part A of the Questionnaire on Job motivational factors 
 
During the literature review, Suff et al. (2007) quoted in Ndung’u and Kwasira (2016, p. 
803) highlighted that performance-related pay on its own can cannot be used to motivate 
employees unless used in conjunction with other complementary motivational factors.  
On that note, the following job factors were thus considered to complement the financial 
and non-financial rewards mentioned in previous section.  
 
4.3.1.2.1 Part A of the Questionnaire on Good Working Environment  
 
Good working environment questions were meant to determine whether employees 
considered a good working environment motivational.  A good working environment was 
identified during the literature review as one of the factors considered by the employees 
as the best motivator due to the fact that when the working environment is conducive for 
working, employees tend to bring out the best in themselves (Aworemi et al., 2011, p. 
227).  This idea is further reiterated by Safiullah (2015, p. 85) who adds that a workplace 
whereby employees have cooperative relationship with their colleagues will lead to 
higher performance as this enhances employee motivation.  Table 4.18 and Figure 4.13 
illustrate the results that were received from the respondents. 
 
Table 4.18:  Descriptive Statistics for Part A of the Questionnaire on Good 
Working Environment 
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Good 
Working 
Environment  
OMF -
GDWENVIRON 
A04 Having a good 
sociable/friendly work 
environment motivates me. 
1 6 22 41 30 3.93 0.93 
A09 Working in an environment 
that allows me to learn and 
grow motivates me. 
3 3 9 32 53 4.30 0.95 
Overall mean score    4.12  
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Figure 4.13:  Descriptive Statistics for Part A of the Questionnaire on Good 
Working Environment 
 
 
 
Table 4.18 and Figure 4.13 above show that the majority of the respondents agree that 
good working environment motivates them.  In determining whether having a good 
sociable/friendly work environment motivates the employees, only 7% of respondents 
disagreed, 22% decided to remain neutral and 71% agreed that a good sociable/friendly 
work environment motivates them. 
 
A total of 85% of respondents said that working in an environment that allows them to 
learn and grow is motivational.  However, 6% of the respondents felt that were are not 
motivated by working in an environment that allows them to learn and grow, while 9% of 
the respondents chose not to give a final opinion on this question but rather remained 
neutral. 
 
The mean scores ranged from 3.93 to 4.30 and the overall mean score of the two 
questions is 4.12.  This implies that respondents considered a good working 
environment motivational. 
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4.3.1.2.2 Part A of the Questionnaire on Job Satisfaction 
 
During the literature review, Melaku (2016, p. 23) highlighted the fact that it is not 
possible to motivate employees until that which dissatisfies employees has been 
removed.  It was thus crucial for this study to determine whether job dissatisfaction 
existed amongst employees as it would not have been possible to suggest an 
implementation of motivational strategies to improve employee motivation without 
including the removal of job dissatisfaction as a prerequisite.  Job satisfaction has been 
defined in the literature review as that which an employee wants or values from a job 
(Brief and Weiss, 2002 cited by Jehanzeb et al., 2012, p. 273).  Table 4.19 and Figure 
4.14 illustrate the results that were received from the respondents. 
 
Table 4.19:  Descriptive Statistics for Part A of the Questionnaire on Job 
Satisfaction 
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Figure 4.14:  Descriptive Statistics for Part A of the Questionnaire on Job 
Satisfaction 
 
 
 
Table 4.19 and Figure 4.14 show that the majority of respondents are in agreement with 
the statement.  This is comprised of 79% of respondents agreeing that an opportunity to 
do what they do best everyday motivates them.  This statement had 7% of respondents 
disagree with the statement that they are motivated by an opportunity to do what they do 
best everyday whilst 14% of respondents chose to remain neutral. 
 
Job satisfaction’s mean score is 4.21, which implies that the respondents considered job 
satisfaction motivational. 
 
4.3.1.2.3 Part A of the Questionnaire on Performance Management Practices 
 
The questions on performance management practices were inspired by Locke and 
Latham’s Goal Theory and Vroom’s Expectancy Theory as these theories emphasise 
that an organisation needs to set goals for the employees, provides sufficient 
performance feedback to the employee and also reward the employees accordingly 
(DuBrin, 2013, p. 211; Malik, Butt and Choi (2015, p. 59).  Also, Ndung’u and Kwasira 
(2016, p. 802) citing Beardwell and Clayton (2007), highlight that employees who 
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understand what an organisation expects from them get motivated and are also likely to 
perform better than those whose goals are vague.  Therefore, the questions on 
performance management practices were meant to determine whether employees found 
understanding what an organisation expects from them and getting feedback on their 
performance motivating.   
 
Additionally, the questions on performance management practices were informed by 
Ngui’s (2014, p.19) reference to the Ability Motivation Opportunity (AMO) theory.  
According to Ngui (2014, p.19) this theory claims that employees will perform better 
when they have the ability to do so (because they have the necessary knowledge and 
skills to do the job), they have the motivation to do so (they will do the job because they 
want to) and finally, their performance will be enhanced if their work environment 
provides the necessary support and job-related tools.  This being the case, the 
questions on performance management practices were also meant to establish whether 
employees found being provided with job specific tools and skills needed for performing 
their tasks motivating.  Table 4.20 and Figure 4.15 illustrate the results that were 
received from the respondents. 
 
Table 4.20:  Descriptive Statistics for Part A of the Questionnaire on Performance 
Management Practices 
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3 7 19 27 44 4.03 1.08 
Overall mean score for goal setting and performance 
feedback 
4.02  
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Management 
Practices 
OMF -
PMPRACT 
A06 Being provided with the material 
and equipment I need to do my 
work right motivates me. 
14 4 8 26 48 3.90 1.41 
A07 Getting training and development 
that I need to be effective in my 
job motivates me 
0 16 12 21 51 4.05 1.14 
Overall mean score for job specific tools and skills 3.98  
 
Figure 4.15:  Descriptive Statistics for Part A of the Questionnaire on Performance 
Management Practices 
 
 
 
Table 4.20 and Figure 4.15 indicate that the responses received in all the statements 
were positive.  A high percentage of respondents (82%) agreed that they are motivated 
by getting feedback on their performance.  Respondents that elected to remain neutral 
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constituted 1% and 17% of respondents disagreed with the statement.  In determining 
whether respondents are motivated by receiving clear goals for performing their jobs, 
10% disagreed, 19% remained neutral and 71% of respondents agreed that receiving 
clear goals for performing their job motivates them. 
 
The mean scores ranged from 4.01 to 4.03 and the overall mean score of the two 
statements in this variable is 4.02.  This implies that in aggregate, employees found goal 
setting and getting feedback on their performance motivating. 
 
In determining whether being provided with the material and equipment needed to 
deliver the required task motivates, 74% of respondents agreed whilst 18% disagreed 
and 8% remained neutral on this statement.  A total of 72% of respondents said getting 
the training and development needed to be effective in their jobs motivates them.  
However, 16% of the respondents disagreed with the statement, while 12% of the 
respondents chose not to give a final opinion on this question but rather remained 
neutral. 
 
The mean scores ranged from 3.90 to 4.05 and the overall mean score of the two 
statements in this variable is 3.98.  This implies that in aggregate, employees 
considered being provided with job specific tools and skills motivational. 
 
4.3.2 Analysis and Presentation of Part B of the Questionnaire – Financial 
and Non-Financial Rewards 
 
The second part (Part B) of the Questionnaire was designed to determine whether State 
IT Agency rewarded outstanding employee performance.  These questions were also 
directed toward answering the research question as stipulated in Chapter One: 
 
RQ2: How are the organisation’s official performance-based rewards perceived 
by the employees? 
 
The State IT Agency’s official performance-based rewards were identified during the 
literature review as variable and include an annual performance bonus and an annual 
performance-based salary increase.  Although the State IT Agency Remuneration Policy 
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(RSA, 2012, p. 9) only refers to annual performance bonus and an annual performance-
based salary increase, however, the questions on rewards included both financial and 
non-financial rewards.   
 
The State Agency Remuneration policy also stipulates that the organisation’s 
performance-based rewards are not guaranteed as they are subjected to the availability 
of funds (budgeted amount) and the total number of qualifying employees.  The  
non-financial rewards questions were thus included for the purpose of establishing 
whether the organisation also considered non-financial rewards to acknowledge 
outstanding employee performance as this type of reward is not dependent on the 
availability of funds. Also taking into consideration the fact that the performance bonus 
and performance-based salary increase are annual rewards, therefore, qualifying 
employees get rewarded for the previous year’s performance.  The non-financial 
rewards questions were thus included in order to determine whether the organisation 
used other types of rewards to keep the employees motivated throughout the year. 
 
The questions on Part B of the Questionnaire were thus designed to establish whether 
the organisation rewarded employees’ outstanding performance with financial and non-
financial rewards and also to gauge the overall employee perception of State IT 
Agency’s reward system.  The overall employee perception of the organisation’s 
rewards system will thus be discussed in the next section.  
 
4.3.2.1 Part B of the Questionnaire on Official State IT Agency Performance-
based Rewards 
 
The statements on official State IT Agency’s performance-based rewards were meant to 
determine whether the employees were rewarded with a performance-based salary 
increase and performance bonus for their outstanding performance.  It is also worth 
noting that the statement on financial rewards was meant to determine whether 
employees were rewarded with financial rewards not just the performance-based salary 
increase and performance bonus.   
 
An outstanding performance was identified in the questionnaire as an employee 
performance that is equivalent to a performance score of 71% to 100% or performance 
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rating of 4 - 5 as stipulated in the State IT Agency’s Performance Management 
Guidelines.  Table 4.21 and Figure 4.16 illustrate the results that were received from the 
respondents. 
 
Table 4.21:  Descriptive Statistics for Part B of the Questionnaire on Official State 
IT Agency Performance-based Rewards 
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BONUS B07.  Outstanding performance is 
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63 26 9 1 1 1.52 0.82 
     Overall mean score 1.52  
 
Figure 4.16:  Descriptive Statistics for Part B of the Questionnaire on Official State 
IT Agency Performance-based Rewards 
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Table 4.21 and Figure 4.16 above indicate that most responses received to all the 
statements were negative.  In determining whether outstanding employee performance 
is rewarded with an annual performance-based salary increase, only 1% of respondents 
agreed, 9% decided to remain neutral and 90% disagreed that an outstanding employee 
performance is rewarded with an annual performance-based salary increase. 
 
A total of 89% of respondents said an outstanding employee performance is not 
rewarded with a performance bonus.  However, 2% of the respondents felt that 
outstanding performance is rewarded with a performance bonus, while 9% of the 
respondents chose not to give a final opinion on this question but rather remained 
neutral. 
 
The mean scores ranged from 1.51 to 1.52 and the overall mean score of the two 
statements in this variable is 1.52.  This implies that in aggregate, the organisation does 
not reward outstanding employee performance with the official performance-based 
financial rewards.   
 
4.3.2.2 Part B of the Questionnaire on Financial Rewards 
 
The statement on financial rewards was meant to determine whether outstanding 
employee performance was rewarded with financial rewards. 
 
Table 4.22 and Figure 4.17 illustrate the results that were received from the 
respondents. 
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Table 4.22:  Descriptive Statistics for Part B of the Questionnaire on Financial 
Rewards 
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Rewards  
ER-FIN-
REWARDS 
B08.  Financial rewards are provided 
to those who deliver outstanding 
performance. 
62 29 3 6 0 1.55 0.85 
 
Figure 4.17:  Descriptive Statistics for Part B of the Questionnaire on Financial 
Rewards 
 
 
 
Table 4.22 and Figure 4.17 above indicate that most responses received to this 
statement were negative. 
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In determining whether financial rewards were provided to those who deliver outstanding 
performance, only 6% of respondents agreed, 3% decided to remain neutral and 91% 
disagreed.   
 
The mean scores of 1.55 indicate that the responses to the statement in this variable 
were mostly negative and that the organisation does not reward outstanding 
performance with financial rewards.   
 
4.3.2.3 Part B of the Questionnaire on Extrinsic:  Non-Financial Rewards 
 
The statements on extrinsic non-financial rewards were meant to determine whether the 
employees were rewarded with career advancement opportunities and also recognised 
for their outstanding work performance.  Table 4.23 and Figure 4.18 illustrate the results 
that were received from the respondents. 
 
Table 4.23:  Descriptive Statistics for Part B of the Questionnaire on Extrinsic:  
Non-Financial Rewards 
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Advance-
ment 
ER-
NONFIN 
-CADV 
B02 Outstanding performers are offered 
attractive career opportunities 
within this company. 
52 26 10 10 2 1.85 1.11 
B05 Outstanding performance gets 
rewarded with interesting 
opportunities. 
48 33 15 1 3 1.78 0.95 
  Overall mean score for Career Advancement    1.82  
Recognition/ 
appreciation 
of a job well 
done 
ER-
NONFIN -
RECOGN 
B01 Outstanding performers do receive 
time-off for outstanding work done. 
47 33 8 8 4 1.90 1.12 
B03 Outstanding performers are 
publicly recognised for their 
outstanding work achievements.  
32 29 21 10 8 2.36 1.26 
B04 Outstanding performance gets 
recognised with praise and thanks. 
33 25 19 15 8 2.41 1.31 
     Overall mean score for Recognition/ Appreciation 2.22  
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Figure 4.18:  Descriptive Statistics for Part B of the Questionnaire on Extrinsic 
Non-financial Rewards 
 
 
 
Table 4.23 and Figure 4.18 above indicate that the overall responses received to all the 
statements were negative.  In other words, the organisation does not reward outstanding 
employee performance with extrinsic non-financial rewards.   
 
4.3.2.3.1 Career Advancement Opportunities 
 
Two statements were chosen to determine whether the organisation rewarded 
outstanding performance with career advancement opportunities.  The first statement 
had 12% of respondents agreeing that outstanding performers are offered attractive 
career opportunities.  This statement had 78% of respondents disagreeing whilst 10% of 
respondents chose to remain neutral.  The other statement determined whether 
outstanding performance is rewarded with interesting opportunities.  Four percent (4%) 
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of respondents agreed with it, while respondents who elected to remain neutral 
constituted 15% and 81% of respondents disagreed with the statement. 
 
The mean scores for career advancement ranged from 1.78 to 1.85 and the overall 
mean score of the two statements is 1.82.  This implies that in aggregate, the 
organisation does not reward outstanding employee performance with career 
advancement opportunities.   
 
4.3.2.3.2 Recognition / appreciation of a job well done 
 
In determining whether the employees were recognised and also appreciated for their 
outstanding work performance, three statements were chosen.  All three statements 
indicate that the majority of the respondents disagree with the statements.  In 
determining whether outstanding work performance is rewarded with time-off, only 12% 
of respondents agreed, 8% decided to remain neutral and 80% disagreed that the 
organisation rewarded outstanding performance by giving outstanding performers time-
off.  A total of 61% of respondents said the organisation did not publicly recognise those 
who achieved outstanding work performance.  However, 12% of the respondents are of 
the opinion that outstanding work achievements get publicly recognised by the 
organisation, while 21% of the respondents chose not to give a final opinion on this 
question but rather remained neutral.  In determining whether outstanding performance 
gets recognised with praise and thanks, only 23% of respondents agreed, 19% decided 
to remain neutral and 58% disagreed with the statement. 
 
The mean scores ranged from 1.90 to 2.41 and the overall mean score of the three 
statements in this variable is 2.22.  This implies that in aggregate, that the organisation 
does not show appreciation for an outstanding employee performance.   
 
4.3.2.4 Part B of the Questionnaire on Intrinsic Rewards  
 
The statements on intrinsic rewards were meant to determine whether the employees 
get a sense of accomplishment from their work.  Table 4.24 and Figure 4.19 illustrate the 
results that were received from the respondents. 
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Table 4.24:  Descriptive Statistics for Part B of the Questionnaire on Intrinsic 
Rewards 
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ACCOMPL 
C05 I get a sense of personal 
accomplishment from 
my work. 
12 10 33 29 16 3.27 1.22 
 
 
Figure 4.19:  Descriptive Statistics for Part B of the Questionnaire on Intrinsic 
Rewards 
 
 
 
As illustrated in both Table 4.24 and Figure 4.19 above, the results show that the 
statement is showing a tendency towards agreement.  The respondents who agreed 
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Page | 129  
 
with the statement that they get a sense of accomplishment from their work constituted 
45%, with 33% choosing to remain neutral and 22% disagreeing with the statement.   
 
The mean score of 3.27 indicates neutral responses to the statement in this variable and 
therefore, it is not possible to confirm whether the employees get a sense of 
accomplishment from their work or not.   
 
4.3.2.5 Part B of the Questionnaire determining the link between Rewards and 
Employee Performance  
 
The statement on this variable was meant to determine whether the employees 
perceived a link between their performance and the rewards they receive.  This 
statement was inspired by several studies mentioned in the literature review and which 
cited the Victor Vroom Expectancy Theory suggesting that employees are likely to be 
motivated to perform when they perceive a strong link between their performance and 
the rewards they receive (Bagraim et al., 2011; DuBrin, 2013; Nel et al., 2014).  Also, 
Agwu (2013, p. 54), citing Steers and Porter (1991), asserts that employees’ motivation 
to behave in a certain way is greatest when the employees are assured that their 
behaviour will lead to certain rewards.  Table 4.25 and Figure 4.20 illustrate the results 
that were received from the respondents. 
 
Table 4.25:  Part B of the Questionnaire determining the link between the Rewards 
and Employee Performance 
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B09 The rewards I get match my outstanding 
performance. 
60 33 7 0 0 1.47 0.63 
 
Page | 130  
 
Figure 4.20:  Part B of the Questionnaire determining the link between the 
Rewards and Employee Performance 
 
 
 
As illustrated in both Table 4.25 and Figure 4.20 above, the results show that the 
majority of respondents disagreed with the statement by indicating that they are not 
rewarded according to their performance.  It is a concern that none of the respondents 
agreed with the statement, whilst 7% of respondents chose to remain neutral and 93% 
disagreed with the statement.   
 
The mean score of 1.47 indicates that the responses to the statement in this variable 
were mostly negative and that the respondents do not perceive a link between their 
performance and the rewards they receive.   
 
4.3.3 Analysis and Presentation of Part C of the Questionnaire – Employee 
Motivation and Job Motivational Factors 
 
The third part of the questionnaire was designed to determine motivation amongst the 
employees and also to determine whether the working environment was perceived as 
being conducive to job motivational factors such as performance management practices 
and job satisfaction.  The questions on Part C of the questionnaire were also directed 
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toward answering the below research questions as stipulated in Chapter One and stated 
below. 
 
RQ3: Establish whether the organisation meets the employee needs by providing 
the job factors identified by the employees as motivators.  
 
RQ4: Determine whether employees are motivated. 
 
As this study focused on employee motivation as a dependant variable, research 
question (RQ4) and the results on employee motivation will thus be analysed and 
presented in the next section. 
 
Motivational factors such as a good working environment, performance management 
practices and job satisfaction were considered for this study for the purpose of 
determining whether employees are motivated by other factors besides rewards.  
However, it is worth noting that performance management practices have a direct impact 
on this study as performance-based rewards are directly linked to this factor.  Hence 
each statement measuring performance management practices will be discussed 
separately.  Rounded average percent of employees indicating “strongly agree” and 
“agree” will be discussed for good working environment and job satisfaction. 
 
4.3.3.1 Part C of the Questionnaire on Working Environment and Job 
Satisfaction 
 
The questions on this section were meant to determine whether the employees 
perceived their work environment as being good and also whether they were satisfied 
with their jobs.  Job satisfaction was defined during the literature the review as a 
sensation that employees have about their work environment and their expectation 
towards their work (Jehanzeb et al., 2012, p. 273 citing Balzar et al., 997).  Table 4.26 
and Figure 4.21 below, illustrate the results that were received from the respondents. 
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Table 4.26:  Descriptive Statistics for Part C of the Questionnaire on Good 
Working Environment and Job Satisfaction 
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Good Working 
Environment  
  
OMF -
GDWENVIR
ON 
C07 At work, I get opportunities to 
learn and grow. 
11 38 33 15 3 2.60 0.97 
C12 I am made to feel that I am an 
important part of this 
organisation. 
26 27 34 12 1 2.34 1.03 
C13 I would recommend working 
here to friends and relatives. 
36 23 23 14 4 2.27 1.20 
Overall Mean Score for Good working environment 2.40 
Job 
Satisfaction 
OMF -
JOBSATIS 
C06 At work, I have an opportunity 
to do what I do best every day. 12 21 23 36 8 3.10 1.18 
C10 All in all, I am satisfied with my 
job. 
31 38 16 14 1 2.16 1.07 
Overall mean score for job satisfaction    2.63 
 
 
Figure 4.21:  Descriptive Statistics for Part C of the Questionnaire on Good 
Working Environment and Job Satisfaction 
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As illustrated in both Table 4.26 and Figure 4.21 above, three statements were used to 
determine whether employees perceived their working environment as being good.  The 
averaged results show that the majority of respondents, comprising of 54%, disagreed 
with the statement whilst 30% of respondents chose to remain neutral and only 16% of 
the respondents perceived their working environment as being good. 
 
As illustrated in both Table 4.25 and Figure 4.20 above, two statements were used to 
determine whether employees were satisfied with their jobs.  The averaged results show 
that half of the respondents, comprising 50%, disagreed with the statement whilst 20% 
of respondents chose to remain neutral and only 30% of the respondents agreed that 
they were satisfied with their jobs. 
 
4.3.3.2 Part C of the Questionnaire on Performance Management Practices (PMP) 
 
The questions on performance management practices were meant to establish from the 
employees whether the State IT Agency set goals, provided performance feedback to 
the employee and also rewarded the employees by providing variable pay to qualifying 
employees.  Also, the questions sought to determine from the employees whether the 
State IT Agency created an environment that encouraged employees to perform to the 
best of their abilities by providing the necessary tools and skills that the employees 
needed for performing their tasks effortlessly.  Table 4.27 and Figure 4.22 illustrate the 
results that were received from the respondents. 
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Table 4.27:  Descriptive Statistics for Part C of the Questionnaire on Performance 
Management Practices 
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C02 I know what is expected of me at 
work 
0 1 15 44 40 4.22 0.75 
C03 I can see how I contribute to the 
bottom line of this company. 
8 15 25 45 7 3.27 1.07 
C04 I do get feedback on my 
performance. 
25 25 32 14 4 2.51 1.17 
Overall mean score for goal setting and performance feedback 3.33  
C08 I have the material and equipment I 
need to do my work right. 
36 26 18 14 6 2.30 1.28 
C09 I get training and development that I 
need to be effective in my job. 
25 38 16 21 0 2.33 1.07 
  Overall mean score for job specific tools and skills 2.31  
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Figure 4.22:  Descriptive Statistics for Part C of the Questionnaire on Performance 
Management Practices 
 
 
 
The results that are illustrated in both Table 4.27 and Figure 4.22 above, show mixed 
responses with two out of five statements showing a slight tendency towards agreement. 
 
4.3.3.2.1 Goal setting and performance management feedback 
 
The two statements that showed a tendency towards agreeing were both under the goal 
setting and performance management feedback variable.  The first statement is where 
84% of the respondents agreed that they knew what was expected from them at work.  
This statement had 1% respondents disagreeing and 15% choosing to remain neutral.  
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The other statement is where 52% respondents agreed that they could see how they 
contribute to the bottom line of the organisation.  Respondents that elected to remain 
neutral constituted 25% and 23% of respondents disagreed with the statement.   
 
The last statement in this variable had 50% of the respondents disagreeing and stating 
that they do not get feedback on their performance while 32% of respondents remained 
neutral and 18% agreed. 
 
The mean scores ranged from 2.51 to 4.22 and the overall mean score of the three 
statements in this variable was 3.33.  This implies that in aggregate, the responses to 
this variable were somehow neutral, therefore, this variable was partially practised at the 
State IT Agency as 1 out of the 3 statements in this variable drew positive responses.  
 
4.3.3.2.2 Job specific tools and skills 
 
Both statements under the job specific tools and skills variable showed a tendency 
towards disagreeing.  The first statement is where 62% of respondents disagreed stating 
that they did not get the material and equipment they needed to perform their work, 
while 20% agreed with the statement and 18% chose to remain neutral.  The last 
statement had only 21% of respondents agreeing that they get the training and 
development they need in order to be effective in their jobs whilst 16% of respondent 
remained neutral and the majority of respondents, at 63%, disagreed with the statement. 
 
The mean scores ranged from 2.30 to 2.33 and the overall mean score of the two 
statements in this variable was 2.31.  This implies that in aggregate, the State IT Agency 
does not enhance the ability for employees to perform due to its failure to provide the 
employees with necessary material, equipment and training needed for performing their 
tasks effectively.   
 
4.3.4 Employee Motivation  
 
Employee motivation had been identified during the literature review as the dependant 
variable of this study.  Employee motivation questions were meant to establish whether 
the State IT Agency employees were motivated and also to determine the presence of 
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enthusiasm that drives employees to put in extraordinary efforts to deliver results.  
Concise answers from the respondents are captured and illustrated in frequency tables 
and histogram charts.  These responses are directed towards answering the research 
question as stipulated in Chapter One and as stated below. 
 
RQ4: Determine whether employees are motivated. 
 
Table 4.28 and Figure 4.23 illustrate the results that were received from the 
respondents. 
 
Table 4.28:  Descriptive Statistics for Part C of the Questionnaire on Employee 
Motivation 
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Motivation 
MOT A18 I am motivated to give my best effort at 
work each day. 
10 29 22 27 12 3.04 1.21 
C01 I am willing to put a great deal of effort 
that is beyond expectation in order to 
help this company to be successful. 
0 3 10 40 47 4.32 0.76 
C11 I want to come to work. 27 29 22 22 0 2.38 1.11 
C14 I am determined to give my best effort at 
work each day. 
7 4 29 45 15 3.58 1.03 
  Overall mean score    3.33  
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Figure 4.23:  Descriptive Statistics for Part C of the Questionnaire on Employee 
Motivation 
 
 
 
The results that are illustrated in both Table 4.28 and Figure 4.23 above, show mixed 
responses although there are some statements showing a tendency towards ‘agree’ 
responses.  A high percentage of respondents (87%) agreed that they were willing to put 
a great deal of effort that is beyond expectation to help the organisation succeed.  
Respondents who elected to remain neutral constituted 10% and 3% disagreed, stating 
that they were not willing to put great deal of effort that is beyond expectation in order to 
help the company be successful.   
 
In determining whether employees were determined to give their best effort at work each 
day, 60% of respondents agreed whilst 11% disagreed and 29% remained neutral.  A 
total of 22% of respondents said they wanted to come to work. However, 56% of the 
respondents said they did not want to come to work, while 22% of the respondents 
chose not to give a final opinion on this question but rather remained neutral.  It is a 
concern that only 39% of respondents agreed that they were motivated to give their best 
effort at work each day.  Twenty-two percent (22%) remained neutral and 39% of 
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respondents disagreed, stating that they were not motivated to give best effort at work 
each day. 
 
The mean scores on employee motivation ranged from 2.38 to 4.32 while the overall 
mean score of the four statements in this variable is 3.33.  This implies that in aggregate 
there are low levels of employee motivation.   
 
4.4 HYPHOTHESIS ANALYSIS  
 
The data below shows which hypotheses can be accepted or rejected based on 
correlation tests at 95% confidence level.  The following decision rule based on Wegner 
(2012, p. 207) was used in deciding that when the p-value was below 0.05, the null 
hypothesis was rejected in favour of the alternative hypothesis: 
 
 If the p-value is above 0.05 (> 0.05), fail to reject HO 
 If the p-value is below 0.05 (< 0.05), reject HO in favour of HA 
 
These hypothesis are directed towards answering the research question as stipulated in 
Chapter One and as stated below. 
 
RQ5: Is there a relationship between rewards and employee motivation? 
 
4.4.1 Relationship between intrinsically motivated employees and other 
financial and non-financial rewards  
 
H01 : Intrinsically motivated employees are not motivated by other rewards i.e. 
financial and non-financial rewards. 
 
HA1 : Intrinsically motivated employees are also motivated by other rewards i.e. 
financial and non-financial rewards. 
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Table 4.29:  Correlation between intrinsically motivated employees and other 
rewards such as financial and non-financial rewards 
 
 
  IR_NonFinAccompl 
ER_FinSalincr 0.54 
  p=.000 
ER_FinBonus 0.60 
  p=.000 
ER_FinRewards 0.50 
  p=.000 
ER_NonFinCAdv 0.78 
  p=.000 
ER_NonFinRecogn 0.72 
  p=.000 
 
Based on Table 4.29, all p-values for this hypothesis test are < (less) than 0.05, there is 
sufficient evidence to reject H01 in favour of HA1.  The conclusion can be reached that 
intrinsically motivated employees are also motivated by financial and non-financial 
rewards as all p-values are < 0.05. 
 
These results indicate that the employees who indicated that they find a sense of 
accomplishment motivating also indicated that they find other rewards such as salary 
increase, performance bonus, career advancement and recognition motivating as well.  
 
4.4.2 Relationship between State IT Agency’s official performance-based 
rewards and employee motivation 
 
H02 : State IT Agency’s official performance-based rewards have no significant impact 
on employee motivation. 
 
HA2 : State IT Agency’s official performance-based rewards have a significant impact 
on employee motivation. 
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Table 4.30:  Correlation between financial rewards and employee motivation 
 
 
  Motivation 
B06.  Performance based salary increase 0.13 
  p=.273 
B07.  Performance bonus 0.13 
  p=.276 
 
Based on Table 4.30, all p-values for this hypothesis test are > (greater) than 0.05 so 
there is insufficient sample evidence to reject H02.  The conclusion can be reached that 
financial rewards have no significant impact on employee motivation as all p-values  
are > 0.05.  These results mean that the employees who indicated that they were 
motivated also indicated that that they were not rewarded with an annual salary increase 
and an annual performance bonus.   
 
This study indicated that employee motivation has an overall mean score of 3.33, which 
indicates low levels of employee motivation.  These results indicate that the existing 
motivation (3.33) amongst the employees is not due to getting the organisation’s official 
performance-based rewards.  Performance-based financial rewards such as bonus and 
salary increase have an overall mean score of 1.51 and 1.52 respectively.  These results 
revealed that the organisation is not rewarding outstanding employee performance with 
an annual salary increase and an annual performance bonus.  Therefore, the existing 
motivation amongst the employees is due to other motivational factors in the absence of 
performance-based rewards.  
 
4.5 CHAPTER SUMMARY 
 
This chapter interpreted and discussed the results following the quantitative research 
methodology which was explained in Chapter Three.  This chapter discussed the 
demographics of the sample and also provided a detailed analysis of the data collected 
in Parts A, B and C of the questionnaire using descriptive and inferential statistics.   
 
The results revealed low levels of employee motivation and these results are in line with 
other results which indicated that the State IT Agency is not providing employees with 
motivational factors (performance-based rewards, a good working environment, 
performance management practices and job satisfaction) perceived by employees as 
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motivational.  Also, when employees were asked to rate their level of satisfaction with 
the current rewards system, 95% of respondents said they were not satisfied.  Overall, 
these results seem to support Heng’s (2012, p. 211) argument that an efficient reward 
system can be a good motivator but an inefficient reward system demotivates 
employees.  Having discussed empirical results obtained from the quantitative data, the 
main conclusions of the study, the limitations, the recommendations arising out of the 
study and a reflection on elements for future research will be discussed in the next 
chapter.   
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5. CHAPTER 5:  CONCLUSION AND RECOMMENDATIONS 
 
5.1 INTRODUCTION 
 
Chapter Four presented the research findings obtained from the data collected through 
quantitative methodology as explained in detail in Chapter Three.  The quantitative data 
gathering was conducted in the form of a questionnaire which included a covering letter.  
The questionnaire and its covering letter was distributed via e-mail to all employees 
occupying non-managerial positions (Job level A1 – D1) at the State IT Agency – 
Eastern Cape.   
 
The primary objective of this study, as outlined in Chapter One, was to gain a deeper 
understanding of the State IT Agency’s current-performance based rewards and thus 
establish whether these rewards enhance employee motivation.  By doing so, this study 
sought to extend the current body of knowledge in rewards and employee motivation 
literature in the context of the IT sector within the South African perspective.  This study 
will also serve as groundwork for further studies to be carried out in this field.   
 
This chapter will discuss research questions RQ1 - RQ5 by considering both the 
literature review and the primary research that was conducted through the research 
instrument.  By answering this study’s research questions, it will thus be possible to 
answer the main research question.  Conclusions will thus be drawn on factors to be 
considered for enhancing employee motivation through rewards, specifically to State IT 
Agency. 
 
Finally, this chapter will also highlight the limitations of this study and possible future 
research areas to be considered.  
 
5.2 THE OUTCOMES OF RESEARCHED QUESTIONS VERSUS LITERATURE 
REVIEW 
 
The results for each of the research questions i.e. QR1, QR2, QR3, Q4 and QR5 would 
be discussed next in order to establish whether the literature review conducted either 
supports or contradicts the results obtained in this chapter. 
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This section will thus seek to answer this study’s research questions (RQs) as stipulated 
in Chapter One and set out below: 
 
RQ1: Which job factors are preferred by the State IT Agency employees for 
motivational purposes? 
 
RQ2: How are the organisation’s official performance-based rewards perceived by 
the employees? 
 
RQ3: Does the organisation meet the employee needs by providing them with job 
factors they have identified as motivators? 
 
RQ4: Are the State IT Agency employees motivated? 
 
RQ5: Is there a relationship between rewards and employee motivation? 
 
5.2.1 The Outcome of RQ1 – Preferred job motivational factors 
 
During the literature review, Boninelli and Meyer (2011, p. 363) assert that organisations 
need to see people as wealth creators.  After all, it is people who identify business 
opportunities, develop products and services, formulate strategies, make and deliver 
products and services to the marketplace, and so forth (Pouchová, 2011, p. 151).  This 
idea is supported by Agwu (2013, p. 52) who adds that if an organisation wants to treat 
employees as its wealth creators, it needs to be well-informed about what motivates 
these employees to reach their full potential.   
 
This being the case, the objective of RQ1 was to gain an understanding about the 
employees’ opinions relating to which job factors they considered to be motivational.  
The statements for answering RQ1 were designed to determine whether the State IT 
Agency employees found the following job-related factors motivational: 
 
 The official State IT Agency’s performance-based rewards (bonus and a salary 
increase). 
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 Additional performance based rewards (recognition of a job well done and career 
advancement). 
 Intrinsic rewards (a sense of accomplishment). 
 Other job-related motivational factors such as a good working environment, 
performance management practices and job satisfaction. 
 
As noted in Chapter Two of this study, State IT Agency’s official performance-based 
rewards are either in the form of a bonus or a salary increase (RSA, 2012, p. 9).  Hence, 
an annual performance bonus and performance-based salary increase were the only 
financial rewards considered for this study. 
 
The overall mean scores of job factors preferred by employees for motivational purposes 
will thus be used for the purpose of answering the research question as stipulated in 
Chapter One and set out below: 
 
RQ1: Which job factors are preferred by the State IT Agency employees for 
motivational purposes? 
 
Table 5.1 and Figure 5.1 below, illustrates the overall mean scores based on the results 
that were received from the respondents.  Each of the statements on job-related 
motivational factors were rated on a five (5) point Likert scale, which required 
respondents to indicate their level of agreement with the statements that were provided 
in the questionnaire, ranging from 1 (strongly disagree) to 5 (strongly agree).  An 
average of the mean score above 3 would imply that employees found that job factor 
motivational.  It is also worth noting that the closer the overall mean score is to 5, the 
greater the level of agreement amongst the respondents. 
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Table 5.1:  Descriptive Statistics for overall analysis of Part A of the Questionnaire 
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Financial 
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Performance-
based salary 
increase 
ER-FIN-
SALINCR 
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Performance 
Bonus 
ER-FIN-
BONUS 
4.29 
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CADV 
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RECOGN 
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accomplishment 
IR-
NONFIN-
ACCOMPL 
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Good working 
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(Source: Researcher’s own construct derived from literature review) 
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Figure 5.1:  Descriptive Statistics for overall analysis of Part A of the 
Questionnaire 
 
 
 
Given the data reported above in Table 5.1 and Figure 5.1, the overall mean scores 
ranging from 3.98 to 4.29.  This indicates that the employees find Rewards, A Good 
Working Environment, Performance Management Practices and Job Satisfaction 
motivational.  Therefore, employee motivation will be hypothetically enhanced when the 
organisation rewards outstanding employee performance with financial rewards and 
non-financial rewards.  Employee motivation will also be enhanced by intrinsic and 
extrinsic motivational factors.  
 
The overall mean score of 3.52 on Recognition indicates that this was the least preferred 
reward, therefore, employees preferred financial rewards over recognition of a job well 
done.  It is also worth noting that recognition for the job well done is not just the least 
preferred reward when compared to other rewards but it is also least preferred when 
compared to the rest of the intrinsic and extrinsic motivational factors. 
 
In terms of intrinsic motivational factors, Job Satisfaction and Intrinsic Rewards rated 
4.21 and 4.07 respectively.  These results demonstrate that employees do not only 
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prefer financial rewards for motivational purposed but also intrinsic motivational factors.  
These results are in line with the literature review, which emphasised that employees 
can be motivated, both by extrinsic factors provided by the organisation and by the 
intrinsic factors that they give to themselves (Burton, 2012, p. 12; Melaku, 2016, p. 18; 
Yoon et al., 2015, p. 386).   
 
These findings are in support of John Adair’s Fifty-Fifty Rule in motivation which states 
that fifty percent of motivation comes from within a person and the remaining fifty 
percent comes from the environment (Axelsson and Bokedal, 2009, p. 16).  In other 
words, motivation comes from intrinsic and extrinsic factors. 
 
These results are also in line with this study’s Hypothesis H1 results at 95% confidence 
level which revealed that intrinsically motivated employees are also motivated by 
financial and non-financial rewards. 
 
This study finding corroborates the empirical findings of a study conducted in a 
Commercial Bank in Kenya by Ngui (2014, p. 188).  Both the financial and non-financial 
rewards contribute to employee motivation and consequently enhance organisational 
performance.  This also supports the findings of previous studies by Ndung’u and 
Kwasira (2016, p. 797) among commercial banks in Nakuru town, Kenya where it was 
established that organisational reward systems accounted for almost 50% of employee 
motivation in commercial banks. 
 
It is also worth noting that financial rewards are not just the most preferred motivational 
factors when compared to other rewards but also the most preferred when compared to 
all the other motivational factors.  Performance-based Rewards such as bonus and 
salary increase have a mean score of 4.29 and 4.25 respectively.  It is also interesting 
to note that the performance-based salary increase and performance-based bonus are 
the official State IT Agency’s performance-based rewards and these rewards are 
categories of financial rewards. 
 
This study has also revealed that gender and age, respectively, had no effect on 
employee motivational factors.  Both genders and different age groups indicated that 
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financial rewards are their most preferred rewards as compared to other rewards and 
also when compared to the rest of the motivational factors.  
 
This study results are consistent with Gerhart and Rynes (2003) research cited by 
Moodley (2012, p. 11) which revealed that monetary rewards are the major determinant 
of work motivation and thus play a substantial role in organisational success. This 
study’s results further confirm Gagne and Deci’s (2005, p. 331) claim indicating that 
literature has identified financial rewards as the most practical and attractive motivational 
strategy amongst employees.  This claim is further supported by different scholars 
starting that the most commonly used financial rewards are a cash bonus and salary 
increases (Agwu, 2013, p.49; Burton, 2012, p. 16; Aworemi et al., 2011, p. 228).  This 
also supports the findings of earlier studies cited by Rynes, et al. (2004, p. 385) which 
pointed out that money has broad usefulness with many symbolic meanings which 
suggest that it is far from being a low-order motivator.  Rynes et al. (2004, p. 385) further 
support their argument by maintaining that financial rewards can assist in obtaining 
almost any level on Maslow’s motivational hierarchy of needs, including social esteem 
and self-actualisation.   
 
5.2.2 The Outcome of RQ2 – Perception of Performance-based rewards 
 
During the literature review, Boninelli and Meyer (2011, p. 338) suggested that 
organisations need to continuously evaluate how the employees value the rewards as 
there could be rewards that are not seen by employees as ‘valuable’.  This being the 
case, this section is directed towards answering the research question as stipulated in 
Chapter One and as stated below. 
 
RQ2: How are the organisation’s official performance-based rewards perceived by 
the employees? 
 
As noted in Chapter Two of this study, the official State IT Agency performance-based 
rewards include a bonus and a salary increase (RSA, 2012, p. 9).  Hence, a 
performance based bonus and a salary increase will be the only performance based 
rewards discussed in this question. 
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In order to answer RQ2, this section will discuss the results received from the 
statements posed to the respondents for the purpose of establishing: 
 
RQ2.1: Whether the organisation rewarded employees’ outstanding performance with 
a salary increase and a performance bonus? 
 
RQ2.2: Whether the employees perceived a link between their performance and the 
rewards they receive  
 
RQ2.3: The overall employee perception of State IT Agency’s official  
performance-based rewards. 
 
5.2.2.1 The Outcome of RQ2.1 - Determining whether the organisation rewards 
outstanding employee performance with the official performance-based 
rewards  
 
Each of the statements for responding to RQ2.1 were rated on a five (5) point Likert 
scale, which required respondents to indicate their level of agreement with the 
statements that were provided in the questionnaire, ranging from 1 (strongly disagree) to 
5 (strongly agree).  The overall mean score below 3 would imply that employees 
disagreed with the statement. 
 
Table 5.2 below shows the means scores received when determining whether the 
organisation rewarded outstanding employee performance.  
 
Table 5.2:  RQ2.1 - Determining whether the organisation rewards outstanding 
employee performance with official performance-based rewards  
 
Reward Category Reward Name Code 
Mean 
scores 
Extrinsic  
Motivational 
Factor 
Extrinsic 
Rewards 
Financial 
Rewards 
State IT Agency 
official 
Performance-
based Rewards 
Annual Salary 
increase 
ER-FIN-
SALINCR 
1.51 
Annual Bonus 
ER-FIN-
BONUS 
1.52 
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Performance-based financial rewards such as bonus and salary increase have a mean 
score of 1.51 and 1.52 respectively.  The results demonstrate that the organisation does 
not reward outstanding employee performance with performance bonus and a salary 
increase.   
 
“You get what you reward” (Nelson and Economy, 2005, p. 61).  According to Nelson 
and Economy (2005, p. 61), “if the organisation rewards a certain kind of employee 
behaviour, good or bad, that is what the organisation will get more of”.  Applying the 
opposite of Nelson and Economy’s statement to the State Agency’s situation, it will thus 
be:  Since State IT Agency does not reward outstanding employee’ performance, State 
IT Agency will thus get less in terms of outstanding employee performance. 
 
5.2.2.2 The Outcome of RQ2.2 - Determining the link between the rewards and 
employee performance 
 
Table 5.3 below shows the means scores received in response to RQ2.2.  A mean score 
below 3 would imply that employees disagreed with the statement. 
 
Table 5.3:  RQ2.1 - Determining the link between the rewards and employee 
performance 
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Figure 5.2:  RQ2.1 - Determining the link between the rewards and employee 
performance 
 
 
 
As illustrated in both Table 5.3 and Figure 5.2 above, the results show that the majority 
of respondents disagreed with the statement by indicating that they are not rewarded 
according to their performance.  It is a concern that none of the respondents agreed with 
the statement, whilst 7% of respondents chose to remain neutral and 93% disagreed 
with the statement.   
 
The mean score of 1.47 implies that the respondents do not perceive a link between 
their performance and the reward they receive.  The mean score of 1.47 is a concern 
taking into consideration the fact that during the literature review, Lawler (2000, p. 77), 
has cited the Expectancy Theory which emphasises the importance for an organisation 
to ensure that employees clearly see the link between the rewards and the performance 
behaviour desired by the organisation as the organisation is likely to get more of that 
behaviour.  Lawler (2000, p. 77), further emphasises the impact of failing to reward an 
employee who has successfully performed a task that is linked to particular performance 
behaviour stating that the organisation will also get less of that behaviour (Lawler, 2000, 
p. 77).  This being the case, the State IT Agency will thus get poorer performance efforts 
from its employees. 
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5.2.2.3 The Outcome of RQ2.3 - Determining employee’s overall perception of 
State IT Agency’s official performance-based rewards 
 
A 3-point scale ranging from 1 (not satisfied) to 3 (very satisfied) was used to gauge the 
respondent’s overall satisfaction with rewards offered by the organisation.  A mean 
score below 2 would imply that employees disagreed with the statement. 
 
Table 5.4 and Figure 5.3 illustrate the results that were received from the respondents. 
 
Table 5.4:  RQ2.3 - Gauging the overall employee satisfaction with the official 
performance-based rewards 
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Figure 5.3:  RQ2.3 - Gauging the overall employee satisfaction with the official 
performance-based rewards 
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As illustrated in both Table 5.4 and Figure 5.3 above, the results show that the majority 
of respondents are not satisfied with the current rewards offered by the organisation.   
 
It is a concern that none of the respondents are satisfied with the current  
performance-based rewards offered by the organisation, whilst 5% of respondents 
chose to remain neutral and 95% were not satisfied with the rewards.  However, these 
results are in line with the previous results which indicated that the majority (93%) of 
respondent are of the opinion that there is no link between their performance and the 
rewards they receive.   
 
5.2.2.4 The Overall Outcome of RQ2 - Perception of the official Performance-
based rewards 
 
Below are the overall results of QR2, which determined how the employees perceived 
the official performance-based rewards.  These results are based on the results of the 
research questions RQ2.1 – QR2.3, discussed above.  
 
The overall results revealed that employees are not satisfied with State IT Agency’s 
current performance-based rewards.  This is indicated by a majority of employees (95%) 
who indicated that they were not satisfied with current rewards.  
 
These overall results correlate with this study’s results which revealed that the majority 
of the respondents are motivated by a performance-based salary increase (82%) and a 
performance bonus (85%) motivates them.  However, when the employees were asked 
whether the organisation rewards outstanding performance with the official performance-
based rewards, the majority of respondents (89%) said that outstanding employee 
performance was not rewarded with a performance bonus.  Also a majority of 
respondents (90%) disagreed thus confirming that an outstanding employee 
performance is not rewarded with a performance-based salary increase.  Also, 93% of 
respondents indicated that they did not perceive a link between their performance and 
the reward they receive.   
 
These results could be associated with the fact that the organisation’s performance-
based rewards are over and above TGP, and are, therefore, not guaranteed as they are 
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subject to the availability of funds (budgeted amount) and the total number of qualifying 
employees.  Therefore, when funds are insufficient and the number of qualifying 
employees is too high, employees’ performance scores are reduced proportionately in 
line with the available funds.  In other words, outstanding performers do not get an 
annual performance bonus and an annual performance-based salary increase which 
equates to their outstanding performance.  However, the State IT Agency Performance 
Management Policy (RSA, 2015, p. 18) does not state that when funds are more than 
sufficient, employees’ performance scores are increased proportionately in line with the 
available funds. 
 
This study’s results support the findings of an earlier study which examined the reward 
strategy employed by Premier bank in Nigeria.  Maycock and Salawudeen (2014, p. 80) 
lamented that the reward strategies employed by the Premier bank in Nigeria were 
unfair and these influenced the level of staff commitment and job satisfaction. This 
suggests that reward strategies are not only essential in motivating employees but also 
important in mitigating attrition as a result of dissatisfaction and perceived subjective 
reward systems.  Also Ndung’u and Kwasira (2016, p. 799) citing Perkings and White 
(2008) highlight the importance of the reward strategy being premised on the principles 
of fairness, equitability and transparency. 
 
Starting with this observation of non-rewards, Aktar et al. (2012, p. 11) refers to a study 
conducted by Bewen (2000) in which the researcher warns organisations against ‘non-
rewards’ and further suggest that non-rewards should be applied cautiously and 
infrequently.  Bewen (2000) cited in Aktar et al. (2012, p. 11) further supports this 
argument by maintaining that in the long-term, non-rewards do not necessarily lead to 
positive employee behaviours.  Thus, it is suggested that it is crucial for an organisation 
to make an effort by showing its employees that their contributions are appreciated and 
that they are highly valued by the organisation (Bewen, 2000 cited in Aktar et al., 2012, 
p. 11).   
 
5.2.3 The Outcome of RQ3 – Job factors preferred for motivational purposes 
 
This section is directed towards answering the research question as stipulated in 
Chapter One and as stated below. 
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RQ3: Does the organisation meet the employee needs by providing them with  
job factors they have identified as motivators? 
 
This will be achieved by comparing the overall mean scores of job motivational factors 
considered by employees in RQ1, above, against those provided by the State IT Agency 
as indicated in Parts B and C of the questionnaire.   
 
The overall mean scores discussed in RQ1 will be compared with the overall mean 
scores of the statements posed to the respondents for the purpose of establishing 
whether: 
 
 The State IT Agency rewarded employees’ outstanding performance with the 
official performance-based financial rewards (bonus and a salary increase). 
 
 The State IT Agency also rewarded employees’ outstanding performance with 
additional performance-based non-financial rewards (recognition of a job well 
done and career advancement). 
 
 The employees intrinsically rewarded themselves for their outstanding 
performance. 
 
 The employees perceived the working environment as being conducive to job-
related motivational factors (a good working environment, performance 
management practices and job satisfaction). 
 
Table 5.5 and Figure 5.4 illustrate the results of the comparison.  The overall mean 
score below 3 in the last column of Table 5.5 would imply that the employees confirm 
that the organisation does not meet the employee needs by providing them with job 
factors they have identified as motivators. 
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Table 5.5:  RQ3 - Comparing job-related factors preferred by employees with those 
provided by the organisation 
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Figure 5.4:  RQ3 - Comparing job-related factors preferred by employees with 
those provided by the organisation 
 
 
5.2.3.1 The Outcome of RQ3 – State IT Agency Official Performance-based 
Rewards 
 
Performance-based rewards mean scores for the salary increase and bonus ranged 
from 1.51 to 1.52, which means that the responses to the statements in this variable 
were mostly negative and that the organisation does not reward outstanding 
performance performance-based rewards.  Therefore, the organisation does not meet 
the employees’ needs by providing them with performance-based rewards although they 
have identified these as motivators, indicated by mean scores of 4.25 and 4.29 
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respectively.  It can thus be concluded that the organisation does not reward outstanding 
employee performance with financial rewards. 
 
These results are also in line with this study’s hypothesis H2 results at 95% confidence 
level which revealed that the existing motivation (3.33) amongst the employees is not 
due to getting the organisation’s official performance-based rewards.  These results 
mean that the employees who indicated that they were motivated also indicated that 
they were not rewarded with an annual salary increase and an annual performance 
bonus.  Therefore, the existing motivation amongst the employees is due to other 
motivational factors in the absence of performance-based rewards.  
 
This study’s results partially substantiate Herzberg’s Two Factor Theory which states 
that salary and benefits are the hygiene factors, therefore, they do not motivate but only 
trigger dissatisfaction when they are not fulfilled (Ferreira et al., 2016, p. 47; Safiullah, 
2015, p. 86).  This theory also states that employees become satisfied and highly 
motivated when motivators are present in a job (Zeb et al., 2014, p. 299). 
 
This study’s results partially agree with Hertzberg Theory as the employees indicated 
that they would be highly motivated by hygiene factors such as bonus (4.29) and salary 
increase (4.25).  They also indicated that they would be least motivated by recognition 
(3.52) which is identified by Hertzberg as one of the motivators. 
 
Moodley (2012, p. 11) referred to research conducted by Gerhart and Rynes (2003) 
which revealed that monetary rewards are the major determinant of work motivation and 
thus play a substantial role in organisational success.  Also Aktar et al. (2012, p. 11) 
refer to a study conducted by Bewen (2000) in which the researcher warns organisations 
against ‘non-rewards’ and further suggest that non-rewards should be applied cautiously 
and infrequently.  Bewen (2000) cited in Aktar et al. (2012, p. 11) further supports this 
argument by maintaining that in the long-term, non-rewards do not necessarily lead to 
positive employee behaviours. 
 
Taking into consideration Moodley’s (2012, p. 11) and Aktar et al.’s (2012, p. 11) points 
of view,  it can thus be concluded that not rewarding outstanding employee performance 
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with a salary increase and bonus will thus have a negative impact on the State IT 
Agency’s employee motivational levels. 
 
5.2.3.2 The Outcome of RQ3 – Non-financial Reward:  Career Advancement 
 
As noted earlier, this study considered career advancement as a reward as the question 
posed to the respondents was meant to determine whether employees were rewarded 
with interesting opportunities for their outstanding performance. 
 
The overall mean score of 1.82 indicates that responses to the statements in this 
variable were mostly negative and that the organisation does not reward outstanding 
employee performance with career advancement opportunities.  Therefore, the 
organisation does not provide career advancement opportunities although the 
respondents indicated that they found this variable motivational, indicated by a mean 
score of 4.01. 
 
This study’s demographic profile also indicated that a majority of respondents (65%) 
indicated that they have been holding the same job positions in the category between 6 
to over 21 years.  The breakdown of these 65% of respondents: 29% held the positions 
that they were currently in for 6 – 10 years and another 29% of employees had 11 to 20 
years in the current position whilst 7% of respondents had been in their positions for 21 
years and more.  Having the majority of employees doing the same job for 6 to over 21 
years indicates that there are few career advancement opportunities within the 
organisation. 
 
These results are also in line with this study’s results which revealed a statistical 
relationship between the number of years in the current position and employees’ 
motivational levels as p < 0.05.  A closer look at the overall mean scores revealed that 
employees who held their positon for over 21 years had the lowest motivational mean 
score (2.90), whereas those who held their position for 0 – 2 years had the highest mean 
score (3.96).  Therefore, this study’s results also revealed that the lack of career 
advancement opportunities also diminishes employees’ motivational levels. 
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This study’s results substantiate Herzberg’s Two Factor Theory which identifies career 
advancement as a motivator (Safiullah, 2015, p. 86 citing Herzberg, Mausner and 
Snyderman,1959).  Based on Herzberg’s Two Factor Theory, employees become 
satisfied and highly motivated when motivators are present in a job (Zeb et al., 2014, p. 
299).  Also Danish and Usman (2010) cited by Zeb et al. (2014, p. 303) emphasise that 
employees are highly motivated when the organisation’s rewards and recognition factors 
include sufficient career growth opportunities.   
 
According to Safiullah (2015, p. 84) the organisation must focus on propelling the 
development and ability of the employees through training programmes, enhanced 
growth opportunities and a focus on performance-based promotion.   
 
Based on Herzberg’s Two Factor Theory, State IT Agency’s employees will be satisfied 
and highly motivated when their career advancement goals are met. 
 
5.2.3.3 The Outcome of RQ3 – Non-financial Reward: Recognition 
 
The overall mean score of 2.22 indicates that responses to the statements in this 
variable were mostly negative and that the organisation does not show appreciation for a 
job well done.  Therefore, the organisation does not meet the employees’ needs as the 
respondents indicated that they found Recognition for a Job Well Done motivational, 
indicated by a mean score of 3.52. 
 
These results could also be associated with the fact that the organisation’s official 
performance-based rewards are stipulated as the salary increase and a bonus.  
Therefore, it is open to each Manager’s discretion to use non-financial rewards to 
acknowledge an employee’s outstanding performance.  Therefore, the overall mean 
score of 2.22 on Recognition for a Job Well Done could also be related to the fact that 
non-financial rewards are used by few Managers or they are rarely used. 
 
This study’s results partially substantiate Herzberg’s Two Factor Theory which identifies 
recognition as a motivator (Khan and Iqbal, 2013, p.25).  This theory also states that 
employees become satisfied and highly motivated when motivators are present in a job 
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(Zeb et al., 2014, p. 299), whereas hygiene factors do not motivate but trigger 
dissatisfaction when they are not fulfilled (Ferreira et al., 2016, p. 47). 
 
This study’s results partially agree with Herzberg Theory as the employees indicated 
that they would be least motivated by recognition (3.52) and thus be highly motivated by 
financial rewards such as bonus (4.29) and salary increase (4.25), whereas Herzberg 
Theory states that hygiene factors do not motivate but trigger dissatisfaction when they 
are not fulfilled (Ferreira et al., 2016, p. 47). 
 
5.2.3.4 The Outcome of RQ3 – Intrinsic Reward: a sense of accomplishment 
 
The overall mean score of 3.27 indicates that responses to the statements in this 
variable were neutral, therefore it was not possible to determine whether the 
respondents get a sense of accomplishment from their jobs.  However, the respondents 
indicated that they found a sense of accomplishment motivational, indicated by a mean 
score of 4.07. 
 
Although the overall mean score in this variable is 3.27, however, 45% of the 
respondents indicated that they get a sense of accomplishment from their work.  A 
sense of accomplishment that an individual gets in completing or even working on a task 
is seen as one of the intrinsic motivational factors (Zeb et al., 2014, p. 299; Melaku, 
2016, p. 18).  Based on Herzberg’s Two Factor Theory, motivators are intrinsic 
motivational factors, therefore, they motivate the individual and thus lead to job 
satisfaction (Bagraim et al. 2011, p. 95).   
 
The results of this study indicated that 45% of the State IT Agency employees have an 
inner motivation.  Boninelli and Meyer (2011, p. 363) suggests that employees who have 
inner motivation are central to the success of the organisation as these employees are 
willing to perform and also want to perform.   
 
With reference to John Adair’s Fifty-Fifty Rule in motivation, the inner motivation of the 
employees can be seen as the ‘fifty percent of motivation’ that comes from within a 
person.  According to John Adair’s Fifty-Fifty Rule in motivation, fifty percent of 
motivation comes from within a person and the remaining fifty percent comes from the 
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external factors (Axelsson and Bokedal, 2009, p. 16).  It is also worth noting that this rule 
is not used to declare the exact proportions but the fact that a significant part of 
motivation lies within a person and the other part lies beyond personal control (Axelsson 
and Bokedal, 2009, p. 16).  As the proverb says; “you can take a horse to water, but you 
cannot make it drink” (Axelsson and Bokedal, 2009, p. 16).   
 
Thus, John Adair’s Fifty-Fifty Rule in motivation simply means that the organisation can 
bend backwards by providing employees with all the necessary extrinsic motivational job 
factors (i.e. taking the horse to the water), however, the absence of inner motivation will 
not make an employee perform (i.e. the horse choosing to drink).  Therefore, motivation 
comes from intrinsic and extrinsic factors.  Also, Gagne and Deci (2005, p. 331) are of 
the opinion that an organisation that expects its employees to engage in tasks merely 
based on intrinsic motivation without drawing upon external rewards, is being unrealistic.   
 
5.2.3.5 The Outcome of RQ3 – Job Satisfaction 
 
The overall mean score of 2.63 on this variable indicate that employees are not satisfied 
with their jobs.  However, the respondents indicated that they found job satisfaction 
motivational, indicated by a mean score of 4.21.  
 
Based on Herzberg’s Two Factor Theory, hygiene factors do not motivate but trigger 
dissatisfaction when they are not fulfilled (Ferreira et al., 2016, p. 47).  Based on 
Hertzberg Theory, employees who were satisfied with their job cited motivators such as 
achievement, recognition, the work itself, responsibility, advancement and growth.  On 
the other hand, those who were dissatisfied with their jobs cited hygiene factors such as 
pay, rewards, working conditions, company policy and quality of supervision (Melaku, 
2016, p. 23). 
 
This study’s results are in line with Herzberg’s Two Factor theory, as extrinsic rewards 
are considered as hygiene factors and therefore, trigger dissatisfaction when they are 
not fulfilled.  This is indicated by (95%) of the respondents who indicated that they were 
not satisfied with current rewards.  Also 89% of respondents felt that outstanding 
employee performance is not rewarded with a performance bonus.  Also 90% of 
respondents confirmed that an outstanding employee performance is not rewarded with 
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a performance-based salary increase.  Additionally, 93% of respondents indicated that 
they did not perceive a link between their performance and the rewards they receive.   
 
This study also indicated that motivational factors such as career advancement (1.82) 
and recognition (2.22) were not fulfilled and employees were not getting a sense of 
accomplishment from their jobs (3.27).  This study’s results support Herzberg’s 
Motivation-Hygiene Theory which emphasises that the presence of motivators in a job 
motivates the individual and also leads to job satisfaction (Bagraim et al., 2011, p. 95.)  
Whilst the absence of motivator factors will not create dissatisfaction; however, 
employees will not be in a position to experience satisfaction (Khan and Iqbal, 2013, 
p.25).   
 
The findings of this study are in agreement with Manzoor (2012, p.40) citing a study by 
Salman et al. (2010), which was conducted to examine the job satisfaction among bank 
employees in Punjab, Pakistan.  The results revealed that job satisfaction is directly 
associated with employee motivation that get enhanced as the satisfaction of employees 
increases (Manzoor, 2012, p.40).  Also, Safiullah (2015, p. 85) refers to a study by 
Tyilana (2005) which investigated The Impact of Motivation on Job Satisfaction among 
Employees of a National Broadcaster.  The results indicated that three motivational 
factors such as achievement, recognition and work itself caused 88% job satisfaction 
amongst the employees. 
 
5.2.3.6 The Outcome of RQ3 – Goal Setting and Performance Feedback  
 
The overall mean score of 3.33 indicates that responses to the statements in this 
variable were neutral, therefore it was not possible to determine whether the employees’ 
goals were set and provided with performance feedback.  However, the respondents 
indicated that they found goal-setting and getting feedback on their performance 
motivational as indicated by a mean score of 4.02. 
 
This variable overall mean score is also a concern taking into consideration the fact that 
the State IT Agency Performance Management Policy (RSA, 2015, p. 18) states that an 
employee who has signed a performance agreement and also obtains the qualifying 
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score of 71% to 100% on his/her performance agreement is eligible to receive the official 
performance-based rewards.   
 
This study revealed that 84% of the respondents agreed that they knew what was 
expected from them.  However, half of the sample (50%) disagreed stating that they do 
not get feedback on their performance while 32% of responded remained neutral.  This 
being the situation, not providing feedback on employee performance against the 
assigned goals increases the employees’ probability of not getting the official 
performance-based rewards.  When performance feedback is provided, it informs 
employees as to whether or not they are on the right path and if so, whether or not more 
effort is needed for achieving the qualifying performance score of 71% to 100% for the 
official performance based rewards. 
 
This study’s results partially comply with Goal Theory which reinforces the importance of 
setting employees’ goals and also providing sufficient and timely performance feedback 
to the employee (DuBrin, 2013, p. 211).  The effects of providing adequate and timely 
performance feedback to the employees has been further elaborated by Ndung’u and 
Kwasira (2016, p. 802) citing increased feelings of achievement, an increased sense of 
personal responsibility towards the task, reduced uncertainty and also encouragement 
for the employees to refine their performance outputs.   
 
It can thus be concluded that the presence of goal-setting (as confirmed by 84% of 
respondents) in the absence of performance feedback (as confirmed by 50% of 
respondents) will have a demotivating effect amongst the State IT Agency employees as 
Taylor and Pierce (1999, p. 424) suggest that the Goal Theory is motivational when 
performance feedback is paired with goal-setting. 
 
5.2.3.7 The Outcome of RQ3 – Job-specific tools and skills 
 
The overall mean score of 2.31 indicates that responses to the statements in this 
variable we mostly negative, therefore, the State IT Agency does not enhance the ability 
of employees to perform due to its failure to provide the employees with necessary 
material, equipment and training needed for performing their tasks effectively.  However, 
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the respondents indicated that they found this variable motivational, indicated by a mean 
score of 3.98. 
 
Having the majority of respondents (84%) agreeing that they knew what was expected 
from them indicates that the organisation does set goals for the employees and this 
could provide the State IT Agency with an advantage as the literature review indicated 
that employees who understand what an organisation expects from them get motivated 
and are also likely to perform better than those whose goals are vague (Beardwell and 
Clayton, 2007 as cited by Ndung’u and Kwasira, 2016, p. 802).   
 
However, having a majority of employees motivated through knowing what is expected 
from them, yet at the same time have the majority of employees lacking the ability to 
perform due to not being provided with job specific materials, equipment and the skills 
necessary to enhance their ability to perform, will not assist the organisation in achieving 
its strategic goals.  The results indicated that 62% of respondents said that they did not 
get the material and equipment they needed to perform their work and also 63% of 
respondents indicated that they did not get the training and development they needed in 
order to be effective in their jobs.   
 
Looking at the State IT Agency’s situation, it would not be possible to apply Harari’s 
generic performance equation (performance = ability × motivation) as the ‘ability’ part of 
the equation is missing.  It is also worth noting the multiplication impact of this equation 
which pinpoints that a high level in one factor will not compensate for a low level in 
another (Harari, 1995, p. 21).  
 
Providing employees with training needed to perform their tasks will enhance their 
performance as they will acquire new knowledge, learn new skills and thus perform 
tasks differently and better than before (Odukah, 2016, p. 71).  According to Hejase, 
Hejase, Mikdashi and Bazeih (2016, p. 505) it is crucial for an organisation to 
continuously develop employees’ skills and capabilities if they are to keep up with the 
speed and complexity of technological innovation and thus remain competitive. 
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5.2.3.8 The Outcome of RQ3 – A Good Working Environment 
 
The average of the mean score of 2.40 indicates that the respondents perceived their 
work environment as not being good.  However, the respondents indicated that they 
found a good working environment motivational, indicated by a mean score of 4.12. 
 
Grobler et al. (2006) cited by Moodley (2012, p. 77) refer to Herzberg’s Two-Factor 
Theory which states that hygiene factors with good working conditions being one of 
them, are important in the work environment for the purpose of preventing employee 
dissatisfaction.   The results in this variable are thus linked to other results in this study 
which indicated that employees were not satisfied due to failure of the organisation to 
provide rewards for outstanding employee performance. 
 
These findings are in support of Freedman (1978) as cited in Sajuyigbe et al. (2013 p. 
29) who argues that when effective rewards and recognition are implemented within an 
organisation, a favourable working environment is produced which motivates employees 
to excel in their performance.  Additionally, Ngui (2014, p. 38) emphasises that a reward 
strategy will enhance employee motivation when the work environment provides more 
opportunities for the contributions of the employees to be valued and recognised.  Ngui 
(2014, p. 36) further suggests that giving employees opportunities to learn and develop 
creates a positive work environment which supports the business strategy by attracting 
talented employees as well as motivating and retaining current employees. 
 
Aworemi et al. (2011, p. 227) are of the opinion that when the environment is conducive 
for working, people tend to bring out the best in themselves.  Likewise, Pouchová (2011, 
p. 153) notes that good work conditions in most cases indirectly stimulate the work 
motivation.  The author further provides examples of factors that are part of working 
conditions such as the possibility of promotion, salary, organisational culture, actual 
conditions of work and so on (Pouchová, 2011, p. 153). 
 
In conclusion, State IT Agency’s employees will thus be dissatisfied due to bad working 
conditions as supported by Herzberg’s Two-Factor Theory which states that hygiene 
factors trigger dissatisfaction when they are not fulfilled.  When an organisation fails to 
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provide a better working environment, high dissatisfaction amongst the employees will 
surface (Safiullah, 2015, p. 86).   
 
5.2.3.9 The Overall Outcome of RQ3 – Job factors preferred for motivational 
purposes 
 
Given the data reported above in Table 5.5 and Figure 5.4, it can thus be confirmed that 
the State IT Agency does not meet employee needs by providing job-related factors 
identified by the employees as motivators.  This is supported by mean scores ranging 
from 1.51 to 3.33, which means that the responses were mostly negative.   
 
Safiullah (2015, p. 86) citing Herzberg, Mausner and Snyderman (1959) states that 
when motivators are present in a job, motivation will thus occur.  Applying the same 
principle to the State IT Agency’s situation it can thus be concluded that the absence of 
motivational job factors will thus have a negative impact on employee motivation. 
 
5.2.4 The Outcome of RQ4 – Employee Motivation 
 
RQ4: Are the State IT Agency employees motivated? 
 
This study’s results revealed low levels of employee motivation, indicated by the overall 
mean score of 3.33.   
 
The low levels of employee motivation are in line with previous results in RQ3 which 
indicated that the organisation is not providing employees with motivational factors 
perceived by employees as motivational.  Also the results of RQ2.3 contributed to low 
levels of employee motivation as the majority of employees (95%) indicated that they 
were not satisfied with the current State IT Agency’s rewards.  
 
Additionally, this study’s low score of 2.63 on Job Satisfaction contributed to this study’s 
low motivational levels.  This finding is consistent with previous literature by Reena et al. 
(2009) cited in Manzoor (2012, p.40) asserting that the absence of recognition and 
rewards reduces employees’ motivation and job satisfaction.  Svodziwa et al. (2016, p. 
167) expressed a similar opinion noting that an organisation that fails to provide 
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employees with job factors that lead to job satisfaction will thus have a team that is not 
satisfied and also lacks motivation.   
 
Hunter, Schmidt and Judiesch (1990, p. 28) assert that motivated employees are more 
efficient, more productive and more willing to deliver on their performance objectives 
than the employees who are experiencing low levels of motivation.  This idea is further 
reiterated by Nel et al. (2014, p. 265) who add that motivated people voluntarily and 
enthusiastically do more than what is required of them.  An earlier study by Agwu (2013, 
p.48) highlighted the importance of resolving the problem of demotivated employees in 
an organisation as motivated employees want to come to work and perform at a higher 
level.  This study’s results have also indicated that 78% of employees do not even want 
to come to work.  This is based on 56% of the respondents that said they did not want to 
come to work and the 22% of the respondents that chose to remain neutral.   
 
Considering these scholars’ (Nel et al. and Agwu) points of view, as the State IT Agency 
employees indicated that they did not want to come to work, it can then be concluded 
that they are demotivated.  Therefore, they are not enthusiastic to do more than what is 
required of them and thus are not performing at a higher level.   
 
The fact of employees not wanting to come to work could be directly linked to the fact 
that the organisation makes it difficult for them to perform as this study’s results 
indicated that the organisation does set the employees performance goals and also 
makes it impossible for the employees to achieve those performance goals.  It also fails 
to provide them with the required skills, the tools of trade, career advancement 
opportunities and feedback on their performance.  
 
This study’s results also revealed a statistical relationship between the number of years 
in the current position and employee’s motivational levels as p < 0.05.  A closer look at 
the overall mean scores revealed that employees who held their positon for over 21 
years had the lowest motivational mean score (2.90), whereas those who held their 
position for 0 – 2 years had the highest mean score (3.96).  Therefore, this study’s 
results also revealed that the lack of career advancement opportunities also diminishes 
employees’ motivational levels. 
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According to Miller (2014, p. 12) motivation gets enhanced when employees are enabled 
to meet their objectives by being given a fair amount of responsibility (given realistic 
goals), the tools of trade to succeed, opportunities to advance, and a sense of purpose 
(Miller, 2014, p. 12).   
 
Overall, these results seem to support Heng’s (2012, p. 211) argument that an efficient 
reward system can be a good motivator but an inefficient reward system demotivates 
employees.  Svodziwa et al. (2016, p. 167) expressed a similar opinion noting that an 
organisation that fails to provide employees with job factors that lead to job satisfaction 
such as opportunities for growth, career advancement, additional responsibilities and 
recognition will thus have a dissatisfied team that also lacks motivation.   
 
The 2006/2007 Strategic Rewards Study conducted in 2006 by Watson Wyatt 
Worldwide and WorldatWork revealed that many companies have an incomplete 
understanding of what employees value and, as a result, have less motivated and 
committed employees.  This Watson Wyatt Worldwide and WorldatWork study further 
suggests that in order to attract and retain top talent in a cost-effective way, 
organisations must focus on what motivates employees and act accordingly (Watson 
Wyatt Worldwide and WorldatWork, 2006, p. 1).  Also Markova and Ford (2011, p. 813) 
clearly state that the role of the organisation is to inspire and encourage employees’ 
efforts by understanding what motivates them and then put effective rewards in place.  
This idea is further reiterated by Aworemi et al. (2011, p. 227) who emphasise that “the 
success or failure of motivation rests not on the technique itself but on the organisation’s 
ability to match the needs of employees with appropriate rewards”.   
 
According to empirical findings of the study conducted in a Commercial Bank in Kenya 
by Ngui (2014, p. 188), both the financial and non-financial rewards contribute to 
employee motivation and consequently enhance organisational performance.   
 
On that note, Employee Motivation with an overall mean score of 3.33 will thus be 
hypothetically enhanced when the organisation meets the employee needs by providing 
them with job factors they have identified in this study as motivators.   
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5.2.5 The Outcome of RQ5 – Summary of Relationship between Variables 
 
The following conclusions, at 95% confidence level, were established with regards to the 
relationships which exist between variables associated with rewards and employee 
motivation.  The following decision rule based on Wegner (2012, p. 207) was used in 
deciding that when the p-value was below 0.05, the null hypothesis was rejected in 
favour of the alternative hypothesis: 
 
 If the p-value is above 0.05 (> 0.05), fail to reject HO 
 If the p-value is below 0.05 (< 0.05), reject HO in favour of HA 
 
Table 5.6 has the summary of the hypotheses tested. 
 
Table 5.6:  RQ5 – Summary of Hypotheses 
 
 Hypothesis p-value Results 
HO1 Intrinsically motivated employees are not motivated 
by salary increase, performance bonus, career 
advancement and recognition 
p < 0.05 Not 
Supported 
HO2 State IT Agency’s official performance-based 
rewards (salary increase and performance bonus) 
have no significant impact on employee motivation 
p > 0.05 Supported 
 
 
5.3 THE OUTCOME THIS STUDY’S PRIMARY OBJECTIVE  
 
The primary objective of the study was to gain a deeper understanding of the State IT 
Agency’s official performance-based rewards and to establish whether these rewards 
enhance employee motivation. 
 
The State IT Agency’s official performance-based rewards were identified during the 
literature review as variable and include an annual performance bonus and an annual 
performance-based salary increase.   
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This study indicated that 82% of respondents indicated that they find a performance-
based salary increase motivational and 85% of respondents said getting a performance 
bonus for outstanding work achievement motivates.  Performance-based financial 
rewards such as bonus and salary increase have a mean score of 4.29 and 4.25 
respectively. 
 
Based on these results, it can thus be confirmed that State IT Agency’s performance-
based rewards are perceived by employees as motivational.  Therefore, when 
employees’ outstanding performance is rewarded with a performance-based bonus and 
a salary increase such employees’ motivation levels will be hypothetically enhanced.   
 
5.4 AREAS OF IMPROVEMENT AS PER THE RESEARCH CONDUCTED 
 
The following discussion is on the areas that need special attention and these are the 
areas that can help the State IT Agency to improve its employee motivational levels and 
thus be able to deliver on its mandate which entails designing, developing and deploying 
innovative solutions to elevate the manner in which government delivers services to the 
community through the use of Information Technology.   
 
Improvement in these areas is critical as they pose the potential threat to the existence 
of the State IT Agency as Chapter One of this paper indicated that the State IT Agency 
has been faced with a number of challenges in delivering its mandate as stipulated in 
the South African Agency Act 88 of 1998.  Poor service delivery has been identified as 
one of the critical challenges (RSA, 2016 [a], p. 27).  The quality of service delivery to 
clients has deteriorated to such an extent that many customers have asked the South 
African Parliament for an exemption from using the State IT Agency’s services (RSA, 
2016 [a], p. 27).   
 
As mentioned in Chapter One of this study, the State IT Agency’s strategic direction is 
derived from its mandate, government priorities and government ICT priorities.  
Therefore, the failure of the State IT Agency to deliver on its strategic objectives due to 
its employees’ lack of motivation will not only threaten its survival but will also impact 
negatively on government ICT-based services.  Poor service delivery received by 
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government from the State IT Agency will also have a negative impact on ICT-
dependant public services rendered to citizens.   
 
This study’s results indicated that job dissatisfaction existed amongst employees.  
Based on Herzberg’s Two Factor Theory, employees who were dissatisfied with their 
jobs cited hygiene factors such as pay, rewards, working conditions, company policy and 
quality of supervision (Melaku, 2016, p. 23).  Also Zeb et al. (2014, p. 300) citing Net et 
al. (2001) advises organisations to resolve hygiene factor challenges before introducing 
motivators in the workplace because dissatisfied employees cannot be motivated.   
 
It is thus crucial for this study to propose solutions for resolving employee dissatisfaction 
prior to considering factors that will deal with low levels of motivation amongst the 
employees.   
 
5.4.1 Employee Satisfaction 
 
According to Herzberg’s Two Factor Theory, organisational policies are considered as 
hygiene factors, which do not motivate but only trigger dissatisfaction (Ferreira et al., 
2016, p. 47).  The first step towards dealing with employee dissatisfaction requires the 
re-evaluation of the Performance Management Policy, Rewards Policy and Performance 
Management Practices.   
 
It is also worth noting that these policies and processes indicated below are interlinked 
as what happens in each has an impact on another.  Therefore, if the proposed changes 
are made in isolation, they will be ineffective as these policies are complementary to 
each other. 
 
5.4.1.1 Re-evaluate the Performance Management Policy 
 
The content of this policy could be one of the factors that significantly contributed 
employee dissatisfaction in to this study’s results.  This policy states that:  
 
Payment of the performance bonus and an annual performance-based salary increase is 
subject to the availability of funds (budgeted amount) and the total number of qualifying 
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employees.  The availability of funds will be the ring-fenced amount as determined and 
reviewed by the Board annually and may not be exceeded at all.  Where funds are 
insufficient and the number of qualifying employees is too high, the employees’ 
performance scores will be reduced proportionately in line with the available funds (RSA, 
2015, p. 18). 
 
Both parties (the company and the employees) need to share risks and gains in terms of 
profits and losses.  Currently, when the organisation does not have enough funds, 
employees’ performance scores get reduced proportionally in line with the available 
funds.  In order to achieve a win-win situation, the policy needs to be amended to 
include a clause that states “Where funds are sufficient according to the number of 
qualifying employees, the employees’ performance scores will be increased 
proportionately in line with the available funds”. 
 
Ndung’u and Kwasira (2016, p. 799) citing Perkings and White (2008) highlight the 
importance of the reward strategy being premised on the principles of fairness, 
equitability and transparency. 
 
The Performance Management Policy currently refers to financial rewards such as an 
annual salary increase and an annual bonus.  The performance bonus and 
performance-based salary increase are annual rewards, therefore, qualifying employees 
get rewarded for the previous year’s performance.  In order to enhance employee 
motivation throughout the year, the policy should be amended so that it also includes 
non-financial rewards such as career advancement opportunities, challenging work and 
employee recognition.   
 
This suggestion is in line with previous study by Uzonna (2013) quoted in Ndung’u and 
Kwasira (2016, p. 806), which assessed the impact of motivation on performance of 
CreditWest bank in Cyprus.  The study established that the use of non-cash rewards 
were cost-effective and efficient techniques of improving employee motivation and which 
were linked to better performance.  The study recommended that managers ought to 
provide growth opportunities and more challenging work in order to motivate employees. 
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This study’s results also indicated that the majority of employees had been doing the 
same job for over 10 years and in some cases up to over 21 years.  This study’s results 
also revealed that employees who held their positon for 21+ years were less motivated 
than those who held their position for 0 – 2 years.  In order to enhance employee 
motivation, the organisation should reward outstanding performance with career 
advancement opportunities and more challenging work as this study’s results indicated 
that 74% of the respondents agreed to be motivated by getting interesting opportunities 
for their outstanding work achievements.   
 
This suggestion is in line with previous study by Danish and Usman (2010) cited by Zeb 
et al. (2014, p. 303) who state that employees are highly motivated when the 
organisation’s rewards and recognition factors include sufficient career growth 
opportunities.  Additionally, Herzberg’s Two Factor Theory has identified career 
advancement as a motivator (Safiullah, 2015, p. 86 citing Herzberg, Mausner and 
Snyderman,1959).   
 
In terms of recognition of a job well done, this study’s results indicated that these 
rewards were least preferred when compared with other rewards and also the least 
preferred even when compared with other motivational factors such as work 
environment, performance management practices and job satisfaction.  The organisation 
should attempt to find out the reason why recognition is the least preferred reward.   
 
This suggestion is in line with Ngui (2014, p. 39) citing Dessler (2006) who suggested 
that establishing meaningful rewards for performance is a difficult task because 
employees are unique and maintain different value systems.  What may reward one 
employee may not be a reward to others (Dessler, 2006 cited in Ngui, 2014, p. 39).   
 
5.4.1.2 Re-evaluate the Rewards Policy 
 
The State IT Agency’s reward strategy comprises of a Total Guaranteed Package (TGP) 
and variable pay or performance-based rewards.  TGP include all guaranteed items 
such as a monthly salary, across the board annual salary increase, car allowance, 
medical aid, retirement fund, legislated and non-legislated allowances (UIF, Pension 
Fund and employee’s tax commonly referred as PAYE).  The State IT Agency’s variable 
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pay (performance-based rewards) includes an annual performance bonus and an annual 
performance-based salary increase (RSA, 2015, p. 18).   
 
This study’s results indicated that financial rewards were the most preferred motivational 
factors.  This was supported by 82% of respondents who indicated that they found 
performance-based salary increases motivational and 85% of respondents who said 
getting a performance bonus for outstanding work achievement motivated.  However, 
Kohn (1993, p.37) states that money does not bring a lasting change and further 
suggested that “rewards must be judged on whether they lead to lasting change that 
persists when there are no longer any goodies to be gained”.  Also, Pouliakas (2010, 
p.597) noted that money and other tangible rewards tend to drive short-term behaviour.  
Pouliakas (2010, p.597) maintains this argument by stating that money is like water.  No 
matter how much one quenches the thirst, within a few hours one is going to be thirsty 
again.  Money does not create sustained internal commitment because it drives short-
term behaviour (Pouliakas, 2010, p.597).   
 
Taking into consideration this study’s results which indicated that money was the most 
preferred reward and Kohn’s (1993, p.37) and Pouliakas’ (2010, p.597) points of views, 
it is thus suggested that the State IT Agency considers a Total Rewards Strategy.  
According to Armstrong and Brown (2006, p. 22) organisations implement total rewards 
for the purpose of maximising the impact of various rewards on motivation.  Total 
Reward Strategy is described as a reward strategy that brings together the job’s 
motivational factors and the aspects of the work environment, into the benefits package 
(Armstrong and Brown, 2006, p. 22).  Additionally, Ndung’u and Kwasira (2016, p. 799) 
quoting Cristescu, Stanila and Andreica (2013) further suggest that an organisation 
needs to consider a rewards strategy that includes complementary motivational factors 
so that their employees can be motivated intrinsically and extrinsically. 
 
It is further suggested that the State IT Agency ensures that its Total Rewards Strategy 
include all these job factors which were indicated by the respondents as motivational. 
These job factors are presented according to the highest to lowest overall mean score, 5 
being the maximum overall mean score.  A higher mean score thus means that the job 
factor is the most preferred:  (i) Performance Bonus (4.29), (ii) Performance-Based 
Salary Increase (4.25), (iii) Job Satisfaction (4.21), (iv) A Good Working Environment 
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(4.12), (v) A Sense Of Accomplishment (4.07), (vi) Goal Setting And Performance 
Feedback (4.02),  (vii) Career Advancement (4.01), (viii) Job-Specific Material, Tools 
and Skills (3.98) and (ix) Recognition of a Job Well Done (3.52). 
 
This study’s results also revealed that the age group of 51 – 60 years in each of the 
motivational factors had the lowest mean ratings when compared to other age groups’ 
motivational factors.   Also Recognition is the least preferred motivational factor when 
compared to other motivational factors.  The organisation should investigate these 
results further and also consider the results of such investigations when designing the 
Total Rewards Strategy. 
 
Pipitone and Bruce (1998, p. 3) suggest that it is important for an organisation to identify 
what motivates their employees and then attempt to match employees’ personal 
objectives with organisational objectives.  Also Aworemi et al. (2011, p. 232) emphasise 
that the key to motivating employees is knowing what motivates them and then to design 
a motivation programme based on those needs.  
 
This study has identified what motivates the employees.  The next step will be for the 
State IT Agency to implement Pipitone and Bruce’s (1998, p. 3) and Aworemi et al.’s 
(2011, p. 232) suggestions, accordingly through its Total Rewards Strategy. 
 
It is also suggested that the organisation does a regular review of the rewards system to 
ensure they continue to motivate employees.  This suggestion is in agreement with 
Boninelli and Meyer (2011, p. 338) who emphasise that organisations need to 
continuously evaluate how the employees value the rewards as there could be rewards 
that are not seen by employees as ‘valuable’.  Risher (2013, p.5) further recommends 
that an organisation should do a periodic evaluation of their rewards strategy and thus 
take necessary steps in order to enhance their positive impact. 
 
Lastly, it is critical that the State IT Agency ensure that the changes made in their 
Rewards Policy are also aligned to their Performance Management Policy thus by 
indicating all the rewards that are dependent on employees’ performances. 
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5.4.1.3 Performance Management Practices 
 
Based on Herzberg Theory, rewards are also considered as hygiene factors and thus 
trigger dissatisfaction when not fulfilled.  The previous section indicated that 
Performance Management Practices also impact upon the Remuneration Policy and 
also the Performance Management Policy, hence, it is also crucial to include them as 
part of the hygiene factors.   
 
The State IT Agency’s Remuneration Policy (RSA, 2012) states that the value of the 
variable pay (performance bonus and performance-based salary increase) is linked to 
the employee’s performance levels.  Therefore, the performance-based rewards are not 
considered as part of the Total Guaranteed Package (TGP).  Performance-based 
rewards are over and above TGP, and, therefore, are not guaranteed and typically form 
part of short-term incentives (RSA, 2015, p. 18).   
 
It is thus crucial to formulate strategies to ensure that the entire organisation complies by 
following the guidelines provided in the Performance Management Policy and thus apply 
consequence management for those who fail to comply.  One of the objectives of the 
State IT Agency’s Performance Management Policy is to motivate employees and thus 
encourage outstanding employee performance.  Currently this objective is not being met 
as the practices around this policy seem to focus on making it difficult for the employees 
to perform. 
 
Taylor and Pierce (1999, p. 424) suggest that the Goal theory is motivational when 
performance feedback is paired with goal-setting.  However, this study’s results 
indicated that Performance Management Practices (PMP) were partially executed as 
84% of the respondents agreed that they knew what was expected from them which 
indicated that the organisation did set goals for the employees.  However, half of the 
sample (50%) disagreed stating that they did not get feedback on their performance 
while 32% of respondents remained neutral.   
 
This being the situation, not providing feedback on employee performance against the 
assigned goals increases the employees’ probability of not getting the official 
performance-based rewards.  When performance feedback is provided, it informs 
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employees as to whether or not they are on the right path and if so, whether or not more 
effort is needed for achieving the qualifying performance score of 71% to 100% for the 
official performance-based rewards. 
 
This study’s results further indicated that 62% of respondents said that they did not get 
the material and equipment they needed to perform their work and also 63% of 
respondents indicated that they did not get the training and development they needed in 
order to be effective in their jobs.  Employee’s probability of achieving the performance 
standard that is equivalent to 71% to 100% is thus minimised, therefore, guarantees an 
employee that he/she will not be getting the performance-based rewards.  This is 
supported by Wynter-Palmer (2012, p. 263) who highlights the demotivating effect of 
rewards in situations whereby an employee lacks the ability to perform the assigned 
task.  Lack of skills and capabilities will guarantee an employee that the goal will not be 
attained and the rewards will thus have a demotivating effect (Wynter-Palmer, 2012,  
p. 263).  
 
Boninelli and Meyer (2011, p. 363) assert that that employees who are willing to perform 
and are allowed to perform are central to the success of the organisation.  This point of 
view is further supported by Pouchová (2011, p. 151) adding that it is employees who 
identify business opportunities, develop products and services, formulate strategies, 
make and deliver products and services to the marketplace, and so forth.  When these 
tasks are done well, an organisation has a greater probability of success as compared to 
when these tasks are not done well (Pouchová, 2011, p. 151). 
 
Based on this study’s results, 87% of respondents agreed that they were willing to put in 
a great deal of effort in order to help the organisation succeed.  Based on Boninelli and 
Meyer’s (2011, p. 363) opinion, these employees confirmed their willingness to perform.  
On the other hand, the organisation’s failure to provide these employees with job 
specific skills and tools can be viewed as the organisation not allowing them to perform.  
Such actions will thus reduce the State IT Agency’s probability of success, as suggested 
by Pouchová (2011, p. 151). 
 
This study’s results also indicated that 93% of the respondents indicated that the 
rewards they get do not match their performance. The organisation should also ensure 
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that employees are rewarded, based on their performance levels.  Employees would 
thus be able to see the link between their performance and rewards they receive.  The 
employees would then be motivated to perform exceptionally well, knowing that they 
would also be rewarded accordingly.  Aktar et al. (2012, p. 11), citing various studies, 
noted that the reward and compensation system is based on Vroom’ Expectancy Theory 
as this theory suggests that employees are more likely to be motivated to perform when 
they perceive that there is a strong link between their performance and the rewards they 
receive. 
 
5.4.2 Conduct an HR Audit 
 
This study indicated many negative factors such as not providing any of the motivational 
factors identified by employees as motivational.  Also, the majority of the employees 
indicated that they had been doing the same jobs for periods ranging from 10 – 20 
years.  Some even indicated that they were not getting the material they needed to 
execute their tasks and the skills they needed to perform their jobs.  Also, the majority of 
the employees indicated that they did not feel like coming to work. 
 
Heng (2012, p. 211) asserts that an inefficient reward system demotivates employees 
and leads to low productivity, internal conflicts, absenteeism, high turnover, lack of 
commitment and loyalty, lateness and a feeling of grievances.   
 
This study’s results partially contradict Heng’s (2012, p. 211) point of view.  This study 
has revealed the inefficiency within the rewards system, it would thus be expected to 
have an overall mean score that is much lower than 3.33 on employee motivation.  Also, 
it would suggest a higher turnover rate amongst the employees.  Yet this study’s results 
revealed that employees are staying longer with the organisation.  This study revealed 
that 80% of the employees have indicated that they have been in the organisation for 
periods ranging from 6 – 21 years.   
 
There is a probability that the employees are staying longer with the organisation due to 
not having market-related skills that will allow them to get jobs in other IT companies.  
The State IT Agency should be experiencing a high labour turnover taking into 
consideration that this study’s results indicated that the organisation is not providing the 
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employees with the job factors that they indicated as motivational.  Seventy-eight 
percent (78%) of employees indicated that they did not even want to come to work and 
only 21% of respondents indicated that they received the training and development they 
needed in order to be effective in their jobs. 
 
It is thus suggested that the State IT Agency investigate further: 
 
 The reasons employees are staying longer with State IT Agency (low turnover). 
 
 The reason the majority of the employees are staying longer within the same jobs.  
 
The State IT Agency could then develop an HR report with recommendations relating to 
these factors. 
 
Chapter One of this paper indicated that the South African government is under 
tremendous pressure to improve the manner in which it delivers essential services to 
citizens.  The State IT Agency plays a critical role in enabling such by ensuring 
government modernisation through developing and deploying innovative government IT 
services, transforming the digital capabilities of the state (e-Government), ensuring 
citizen access to e-Government services and protecting the information security assets 
of the South African Government (RSA, 2016a, p. 3).   
 
This study’s results indicated that employees are not being provided with the training 
they need and are also staying longer in the same positions.  There is a probability that 
the State IT agency’s employees skills are out dated as Hejase et al. (2016, p. 505) 
emphasise that it is crucial for an organisation to continuously develop employees’ skills 
and capabilities if they are to keep up with the speed and complexity of technological 
innovation and thus remain competitive.  In order for the State IT Agency to determine 
its innovative capabilities in order to be in the position to assist the South African 
government in improving the manner in which it delivers its essential services to citizens, 
it is thus recommended that the State IT Agency does a skills audit by comparing the 
skills required in the IT industry job market, IT skills within the organisation and the skills 
required internally to deliver the organisational strategy.  Should the audit indicate a 
skills deficiency in terms of the skills available internally being less than the skills 
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required by the organisation to execute its strategy, then the State IT Agency should 
formulate employees’ development plans and then execute these accordingly.  
 
Providing employees with the skills they need in order to execute their jobs will thus 
enhance the employee’s motivation as Wynter-Palmer (2012, p. 263) notes the 
demotivating effect of rewards in situations where an employee lacks the ability to 
perform the assigned task.   
 
5.4.3 Enhance employee motivation 
 
Having discussed the hygiene factors contributing to employee dissatisfaction at the 
State IT Agency and then provided suggestions for dealing with dissatisfaction, this 
section will thus focus on enhancing employee motivation.  This suggestion is in 
agreement with Melaku (2016, p. 23) who indicates that organisations cannot begin to 
motivate employees until that which dissatisfies employees has been removed.  
 
This study’s results revealed low levels of employee motivation (3.33).  Employees also 
indicated that the organisation did not provide them with any of the job factors they 
identified as their motivators as all these factors had an overall mean score that was 
below 3.  Identified motivational factors were:  an Annual Salary Increase (1.51), an 
Annual Bonus (1.52), Career Advancement (1.82), Recognition of a Job Well Done 
(2.22), Job Satisfaction (2.63) and Job Specific Material, Tools and Skills (2.31).   
 
The overall mean score of 3.33 on employee motivation would be hypothetically 
enhanced when the State IT Agency designs and then implements a Total Rewards 
Strategy that includes all these job factors which were indicated by the respondents as 
motivational.  These are:  (i) Performance Bonus (4.29), (ii) Performance-Based Salary 
Increase (4.25), (iii) Job Satisfaction (4.21), (iv) A Good Working Environment (4.12), (v) 
A Sense Of Accomplishment (4.07), (vi) Goal Setting And Performance Feedback 
(4.02),  (vii) Career Advancement (4.01), (viii) Job-Specific Material, Tools and Skills 
(3.98) and (ix) Recognition of a Job Well Done (3.52). 
 
Additionally, when the organisation provides the employees with job factors they 
identified as motivators, this will indirectly lead to employee job satisfaction as 
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Herzberg’s Motivation-Hygiene Theory states that motivators motivate the individual and 
lead to job satisfaction, whereas, the hygiene factors need to be in place if employees 
are to feel no dissatisfaction but this does not lead to job satisfaction (Bagraim et al. 
(2011, p. 95). 
 
This is consistent with the recommendations of previous literature by various scholars 
such as Armstrong and Brown (2006, p. 22) emphasising that a Total Reward Strategy 
is implemented by those organisations that want to maximise the impact of various 
rewards on employee motivation.  This is further supported by the findings of the 
empirical study conducted in a Commercial Bank in Kenya by Ngui (2014, p. 188).  This 
study revealed that both the financial and non-financial rewards contribute to employee 
motivation and consequently enhance organisational performance.  Also Ndung’u and 
Kwasira (2016, p. 799) citing Cristescu, Stanila and Andreica (2013), assert that 
employees can be motivated intrinsically and extrinsically.  Hence an organisation needs 
to consider a rewards strategy that includes complementary motivational factors for their 
employees.  Additionally, Svodziwa et al. (2016, p. 167) express a similar opinion noting 
that an organisation that fails to provide employees with job factors that lead to job 
satisfaction such as, opportunities for growth, career advancement, additional 
responsibilities and recognition will thus have a dissatisfied team that also lacks 
motivation.  Earlier studies by Ochenge and Susan (2014), cited in Ndung’u and Kwasira 
(2016, p. 799), also indicated that a wide range of complementary rewards were 
important in motivating employees.  Ndung’u and Kwasira (2016, p. 799) further cite 
Ochenge and Susan (2014), who suggest rewards such as career development, good 
working environment and appreciation as employees have different motivational 
preferences 
 
Whilst implementing the proposed suggestions, it is further suggested that the State IT 
Agency also consider Aworemi et al.’s (2011, p. 227) point of view that “the success or 
failure of motivation rests not on the technique itself but on the organisation’s ability to 
match the needs of employees with appropriate rewards”  
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5.5 DELIMITATIONS OF THE STUDY 
 
As the research was limited to the State IT Agency non-managerial employees within 
the Eastern Cape, the findings cannot be generalised to represent the view of the State 
IT Agency employees throughout South Africa.   
 
Furthermore, limitations were set on motivation theories used to analyse motivation and 
employee satisfaction with the reward system.  The following theories were considered 
to be relevant to this study:  Herzberg’s Motivation-Hygiene Theory, the Fifty-Fifty 
Theory, the Expectancy Theory and Goal-setting Theory.   
 
Additionally, the questionnaire was filled in anonymously and was thus limited to being 
analysed on a general and not an individual basis. 
 
Since the study excluded managerial and executive level employees, the sample size 
was limited.  The research does, however, give an in-depth understanding of the State 
IT Agency’s official performance-based rewards.  Also, the methodology chosen has 
guided the entire research process and has ensured consistency and validity of the 
research.  The methodology design has ensured that the research process was 
conducted systematically so that the research objective could be met, despite the 
research limitations noted. 
 
5.6 OPPORTUNITIES FOR FURTHER RESEARCH 
 
Whilst this study has contributed to the body of knowledge on employee motivation and 
its relationship with rewards within the context of the IT sector within the South African 
perspective, several limitations of the research were highlighted.  Also, given the 
important role played by the IT Industry, more studies of this nature need to be 
undertaken so that additional information can be acquired in this field of employee 
motivation and thus enhance and corroborate this body of knowledge.  
 
The sample in this study was restricted to the Eastern Cape State IT Agency.  A study 
needs to be conducted at a national level to include all employees of the State IT 
Agency and should include all nine Provinces.  They should then be compared to 
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establish significant differences in their perceptions towards the State IT Agency’s 
performance-based rewards. 
 
A similar study should be undertaken countrywide to determine the relationship between 
the rewards, employee motivation and employee performance at the State IT Agency.  
 
A comparative study should be conducted to verify whether there is a difference in 
motivation perceptions of employees working for private IT Companies versus 
employees working for the State IT Agency. 
 
5.7 CONCLUSION 
 
This study contributed to the body of knowledge on employee motivation and its 
relationship with rewards in the context of the IT sector within the South African 
perspective. 
 
The main objectives of this study were achieved and the five research questions were 
answered with the results discussed in Chapter Five.  It is crucial to emphasise that 
financial rewards together with non-financial rewards, are important as State IT Agency 
employees are intrinsically and extrinsically motivated.  In order to maximise the impact 
of various rewards on employee motivation, it is imperative for Management to expand 
the scope of the current performance-based rewards by including non-financial rewards, 
intrinsic job factors and extrinsic job factors.  This can be achieved by designing and 
implementing a Total Rewards Strategy which will allow the organisation to have a 
benefit package that will brings together the job motivational factors and the aspects of 
the work environment.  
 
This study’s results also revealed that the organisation is not providing employees with 
any of the job factors they identified as motivational as these job factors’ overall mean 
scores were below three, with five as a maximum.  These included an annual 
performance salary increase (1.51), annual performance bonus (1.52), career 
advancement (1.82), recognition of a job well done (2.22), job satisfaction (2.63) and job 
specific material, tools and skills (2.31).  This study also revealed dissatisfaction and low 
levels of motivation amongst employees.  It is thus crucial for Management to resolve 
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hygiene factor challenges before introducing motivators in the workplace as Zeb et al. 
(2014, p. 300) citing Net et al. (2001) emphasise that dissatisfied employees cannot be 
motivated. 
 
The failure of the State IT Agency to deliver on its strategic objectives due to its 
employees’ lack of motivation will not only threaten its survival but will also impact 
negatively on government ICT-based services.  Poor service delivery received by 
government from the State IT Agency will also have a negative impact on  
ICT-dependant public services rendered to citizens.  As much as the failure of the State 
IT Agency in delivering ICT-based services will have a negative impact on government 
service delivery, its success will also impact positively on government service delivery.   
 
It is thus crucial that the problem of demotivated employees is resolved so that the State 
IT Agency would be able to deliver on its mandate which entails designing, developing 
and deploying innovative solutions to elevate the manner in which government delivers 
services to the community through the use of Information Technology.  To be able to 
deliver on its mandate, it is thus crucial that the State IT Agency has employees who are 
motivated and rewarded based on their performance and who are well-capacitated with 
requisite skills, competencies and job-specific tools in order to be able to handle current 
and future business needs so that the State IT Agency continues to be the ICT provider 
of choice to South African Government.   
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7. ANNEXURES 
 
7.1 ANNEXURE 1:  THE BROADBAND NETWORK PROJECT 
 
State IT Agency has been tasked by the South African Government to build and operate the 
broadband network in 8 District Municipalities that are listed below (RSA, 2016b, p. 3): 
 
(i) Mmabatho for the Dr. Kenneth Kaunda District Municipality 
(ii) Nelspruit for the Gert Sibande District Municipality  
(iii) Bhisho for the OR Tambo District Municipality  
(iv) Kimberley for the Pixley ka Seme District Municipality  
(v) Bloemfontein for the Thabo Mofutsanyane District Municipality  
(vi) Pietermaritzburg for the uMgungundlovu and uMzinyathi District Municipalities  
(vii) Polokwane for the Vhembe District Municipality  
 
As indicated in RSA, 2016b, p. 3), the State IT Agency broadband network project will consist 
of two phases.  Phase 1:  a build phase and Phase 2:  an operations phase.   
 
Phase 1 - the network build phase includes the installation of access lines, integration into the 
Government Private Network (GPN), installations and commissioning of network equipment.  
The duration of this phase is three years, starting from September 2016 to October 2019.  
Overviews of phase 1 deliverables are as follows: 
 
 Connect 2,700 sites within fourteen (14) months.  
 Connect the remainder of the sites over the next twenty-four (24) months.  
 The access broadband network will connect to specific points, one in each province.   
 For the period of five (5) years, all 6,135 sites must operate at bandwidths of 10Mbps; and 
thereafter all sites will need to be upgraded to bandwidths of 100Mbps.  Table 7.1 below 
has the breakdown of these 6,135 sites. 
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Table 7.1:  Sites for the installation of the broadband network 
 
Province 
District 
Municipality 
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 Total 
North West Dr. Kenneth Kaunda 27 38 15 27 220 13  340 
Mpumalanga Gert Sibande 106 73 37 31 519 22 9 797 
Eastern Cape O.R. Tambo 43 133 17 23 1,204 24  1,444 
Northern Cape Pixley ke Seme 46 38 27 14 96 4  225 
Free State 
Thabo 
Mofutsanyane 
98 74 30 30 480 32 3 747 
KwaZulu-Natal uMngungudlovu 111 57 25 34 501 41 2 771 
KwaZulu- Natal uMzinyathi 52 45 12 10 475 6 1 601 
Limpopo Vhembe 52 119 20 33 949 34 2 1,210 
 TOTAL 535 577 183 202 4,444 176 18 6,135 
 
Source:  The State IT Agency Proposal for the broadband network project, 2016b, p. 3) 
 
Phase 2 is the Operation phase which includes the operation and maintenance of the Phase 1 
installed broadband network.  This phase is contracted to commence immediately on 
completion of Phase 1 and then continue over the full ten-year period (RSA, 2016b, p. 3).  
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7.2 ANNEXURE 2:  QUESTIONNAIRE 
 
Dear Employee: 
 
This questionnaire aims at analysing and assessing your organisation’s current and potential employee reward 
and recognition programme as a tool for motivating its employees.   
 
Your participation in this research is voluntary.  If you decide to participate in this research survey, you may 
withdraw at any time.  Your responses will be confidential and we do not collect identifying information such as 
your name and email address.  To help you remain anonymous, please send back the completed questionnaire by 
using the multifunction printer to scan direct to pam.lucwaba@sita.co.za mail box. The results of this study will be 
used for scholarly purposes only. Should you have any questions or require further information about this 
research, please contact Pam Lucwaba at 073 483 7788. 
 
INTRODUCTION: 
 
Employee recognition programmes are designed to make employees feel appreciated for their efforts and 
accomplishments.  By drawing attention to outstanding performers, recognition programmes reinforce desirable 
employee behaviours and attributes. Recognition programmes are influential motivational tools and also help 
employees understand how their performance contributes to the overall success of the organisation. 
 
Your participation is vital, as the findings will be used to identify which performance-based rewards enhance 
motivation amongst the employees and specific changes that should be made to help achieve organisational 
objectives and fulfil potential. 
 
Part A:  Overall Employee Opinion 
The aim of this section is to gain an understanding about your opinions relating to what motivates you. 
 
Part B:  Organisation’s Reward and Recognition System 
The aim of this section is to gain an understanding about the organisation’s current Reward System and the extent 
these meet your expectations. 
 
Part C:  Employee Motivation 
The aim of this section is to determine the presence of enthusiasm that drives you to put in extraordinary effort to 
deliver results. 
 
Part D:  Employee Profile  
The aim of this section is to gain an overall understanding about your organisation and about your role in the 
organisation. 
 
SURVEY INSTRUCTIONS 
 
Please read all the questions carefully and answer them as best you can.  With the multiple answer questions, 
please select an answer that best reflects your opinion.  While some questions may appear to be asking about the 
same thing, there are subtle differences that allow the development of a nuanced understanding of differences in 
work-related attitudes and behaviours.  Please answer the questions in relation to your principal place of 
employment and also note that an outstanding performance refers to employee performance that is equivalent to a 
performance score of 71% to 100% or performance rating of 4 - 5.  The survey should take less than 15 
minutes to complete.  
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PART A:  OVERALL EMPLOYEE PERCEPTION ON PERFORMANCE-BASED REWARDS 
 
Please carefully read and answer every question. Use your best judgment and perception based on your 
experiences within your company.   
 
Please also note that for the purpose of this questionnaire, outstanding performance refers to employees’ 
performance that is equivalent to a performance score of 71% - 100% or performance rating of 4 – 5 as per this 
organisation’s Performance Management Guidelines. 
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5 4 3 2 1 
A01 Feeling a spirit of teamwork and cooperation among co-workers motivates me.  
  
  
A02 Feeling that my work is valued and appreciated motivates me.  
  
  
A03 Getting feedback on my performance motivates me.  
  
  
A04 Having good sociable/friendly work environment motivates me.  
  
  
A05 An opportunity to do what I do best everyday motivates me.  
  
  
A06 Being provided with the material and equipment I need to do my work right motivates me.  
  
  
A07 Getting training and development that I need to be effective in my job motivates me  
  
  
A08 Receiving clear goals for performing my job motivates me.  
  
  
A09 Working in an environment that allows me to learn and grow motivates me  
  
  
A10 Getting interesting opportunities for my outstanding work achievements motivates me.  
  
  
A11 Being publicly recognised for my outstanding performance motivates me.  
  
  
A12 Receiving praise and thanks for my outstanding work achievements motivates me.  
  
  
A13 Receiving time-off for my outstanding performance motivates me.  
  
  
A14 A performance-based salary increase for my outstanding performance motivates me.  
  
  
A15 A performance bonus for my outstanding performance motivates me.  
  
  
A16 Financial rewards for my outstanding performance motivate me.  
  
  
A17 A sense of satisfaction I get from my outstanding performance motivates me.  
  
  
A18 I am motivated to give my best effort at work each day.  
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PART B:  ORGANISATION’S REWARD AND RECOGNITION SYSTEM 
 
Please note that for the purpose of this questionnaire, outstanding performance refers to employees’ performance 
that is equivalent to a performance score of 71% - 100% or performance rating of 4 – 5 as per this organisation’s 
Performance Management Guidelines. 
 
Please carefully read and answer every question.  Use your best judgment and perception based on your 
experiences within your company.   
 
When you think about this organisation's employee recognition programmes, to what extent do you agree or 
disagree with the following statements? 
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5 4 3 2 1 
B01 Outstanding performers do receive time-off for outstanding work done.      
B02 Outstanding performers are offered attractive career opportunities within this 
company. 
     
B03 Outstanding performers are publicly recognised for their outstanding work 
achievements.  
     
B04 Outstanding performance gets recognised with praise and thanks.      
B05 Outstanding performance gets rewarded with interesting opportunities.      
B06 Outstanding performance is rewarded with an annual performance-based salary 
increase. 
     
B07 Outstanding performance is rewarded with a performance bonus.      
B08 Financial rewards are provided to those who deliver outstanding performance.      
B09 The rewards I get match my outstanding performance.      
 
 
B10 How would you rate your overall satisfaction with the current performance-based rewards (annual salary 
increase and a performance bonus) offered by the organisation? 
 
 Very Satisfied   Neutral   Not Satisfied 
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PART C:  EMPLOYEE ENGAGEMENT 
 
Please indicate how much you agree with the following. 
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C01 I am willing to put a great deal of effort that is beyond expectation in order to help this 
company to be successful. 
   
  
C02 I know what is expected of me at work.      
C03 I can see how I contribute to the bottom line of this company.      
C04 I do get feedback on my performance.      
C05 I get a sense of personal accomplishment from my outstanding performance.      
C06 At work, I have an opportunity to do what I do best every day.      
C07 At work, I get opportunities to learn and grow.      
C08 I have the material and equipment I need to do my work right.      
C09 I get training and development that I need to be effective in my job.      
C10 All in all, I am satisfied with my job.      
C11 I want to come to work.      
C12 I am made to feel that I am an important part of this organisation.      
C13 I would recommend working here to friends and relatives.      
C14 I am determined to give my best effort at work each day.      
 
PART D:  EMPLOYEE PROFILE  
 
Please mark the appropriate box with an “X” 
 
 
D1. Gender Male Female  
     
D2 Age Group Under 30 30 – 40 41 – 50 51 – 60 61+  
     
D3. SITA Office Bhisho East London Mthatha Queenstown Port Elizabeth  
     
D4 Ethnicity African Coloured White Other   
     
D5 Marital status Single Married Divorced Widow   
      
D6 Employment Full-time Part-time Other   
      
D7 Job Level A 2 – A5 B1 – B5 C1 – C5 D1  
     
D8 Years of service in this organisation 0 – 2 years 3 – 5 years 6 – 10 years 11 – 20 years +21 years  
      
D9. Years of service in your current job 0 – 2 years 3 – 5 years 6 – 10 years 11 – 20 years +21 years  
      
 
Thank you for taking the time to complete this survey! 
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7.3 ANNEXURE 3:  STATE IT AGENCY’S JOB LEVELS 
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7.4 ANNEXURE 4:  STATE IT AGENCY’S SUMMARY OF THEME OF WORK PER JOB LEVEL 
 
 Theme of Work Level Complexity Problem Solving Accountability 
W
IT
H
 D
IR
E
C
T
 S
U
B
O
R
D
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A
T
E
S
 
Band 1 – Strategy/Executive: 
 Definition of the Company/ Division’s strategy 
 Significant impact on strategy formulation and 
implementation for the company or division 
 Typical strategic planning horizon is from 5- 8 years at 
executive level to 10-15 years at Board level 
E4 - F  Strategic alignment of 
the Organisation 
 Exercises judgement 
based on multiple 
scenarios 
 Resolves tactical 
problems at the 
highest level 
 Approves and 
formulates strategic 
frameworks 
 Accountable for the setting of long-
term strategic objectives for the 
Organisation 
 Prime accountability for a Division 
that impacts the entire 
Organisation, 
 Accountable for full functional area 
of performance 
Band 2 - Manager / Specialist / Expert / Professional 
 Develops and implements complex systems and 
frameworks within broad strategic guidelines  
 Requires extensive professional and/or management 
acumen 
 Typical tactical / business planning horizon is 3- 5 
years 
D4 - E3  Constructs or 
integrates several 
alternatives to meet 
strategic objectives 
within constraints. 
 Interprets within 
broad strategic 
guidelines and 
recommends 
alternatives. 
 Accountable for performance of 
own department/sub-department or 
 Advisory services optimizing 
organisational effectiveness within  
a professional discipline 
Band 3 (b) – Leader / Advanced Specialist 
 Optimises individual and team outputs within 
functional and / or company guidelines, in carrying out 
complex supervisory / managerial tasks 
 Requires supervisory or management acumen. 
 Typical operational  planning horizon is 1-2 years 
D2 - D3   Pro-active diagnostics 
and interpretation of 
current  and future 
occurrences and 
trends 
 Resolves problems 
using extensive 
theoretical and 
practical knowledge 
 Accountable for optimizing 
individual and team outputs within 
functional and / or company 
guidelines 
      
N
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Band 3 (a) – Specialist / Expert: 
 Optimises individual outputs within functional and / or 
company guidelines, in carrying out complex tasks  
 Requires consulting / technical expertise acumen. 
 Typical operational  planning horizon is 1-2 years 
C3 - D1  Pro-active diagnostics 
and interpretation of 
current  and future 
occurrences and 
trends 
 Resolves problems 
using extensive 
theoretical and 
practical knowledge 
 Accountable for optimizing 
individual outputs within functional 
and / or company guidelines 
Band 4 – Operational/Practitioner: 
 Procedural type work, done independently with clear 
guidelines 
 Requires detailed knowledge of procedures 
B3 - C2  Policy and practice 
specified; appropriate 
resolution path 
selected by incumbent 
 Resolves problems 
within company 
practice and 
escalates exceptions 
 Independent completion of 
activities within assigned 
procedures 
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7.5 ANNEXURE 5:  ETHICS CLEARANCE - FORM E 
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7.6 ANNEXURE 6:  PROOF FOR ANONYMITY OF THE RESPONDENTS 
 
All the questionnaires for this study were directly e-mailed from the printer in order to 
ensure anonymity of the respondents.  This feature just shows the name of the printer 
which was used to e-mail the questionnaire not the respondents’ names. 
 
Page | 209  
 
7.7 ANNEXURE 7:  DETAILED QUESTIONNAIRE COMPOSITION 
 
MOTIVATIONAL 
FACTORS 
TYPE OF 
REWARD 
SUB-TYPE OF 
REWARD 
FULL NAME CODE PART A QUESTIONS PART B QUESTIONS PART C QUESTIONS 
Rewards Extrinsic 
Reward 
Financial 
Rewards 
Salary Increase  ER-FIN-SALINCR A14 A salary increase for my outstanding 
work achievements motivates me. 
B06 High performance is rewarded 
with an annual salary increase. 
 
Performance 
bonus  
ER-FIN-BONUS A15 A performance bonus for my 
outstanding work achievements motivates me. 
B07 High performance is rewarded 
with a performance bonus. 
 
Financial 
Rewards  
ER-FIN-
REWARDS 
A16 Financial rewards for my outstanding 
work achievements motivate me. 
B08 Financial rewards are 
provided to those who deliver 
outstanding performance. 
Rewards Extrinsic 
Reward 
Non-financial  
Reward 
Career 
Advancement 
ER-NONFIN -
CADV 
A10 Getting interesting opportunities for my 
outstanding work achievements motivates me. 
B02 Top performers are offered 
attractive career opportunities within this 
company. 
 B05 High performance gets 
rewarded with interesting opportunities. 
Rewards Extrinsic 
Reward 
Non-financial  
Rewards 
Recognition / 
appreciation of a 
job well done 
ER-NONFIN -
RECOGN 
A11 Being publicly recognised for my 
outstanding work achievements motivates me. 
B03 Top performers are publicly 
recognised for their outstanding work 
achievements. 
A12 Receiving praise and thanks for my 
outstanding work achievements motivates me. 
B04 High performance gets 
recognised with praise and thanks. 
A13 Receiving time-off for my outstanding 
work achievements motivates me. 
B01 Top performers do receive 
time-off for outstanding work done. 
Rewards Intrinsic 
Reward 
Non-financial  
Rewards 
Sense of 
accomplishment 
IR-NONFIN-
ACCOMPL 
A01 Feeling a spirit of teamwork and 
cooperation among co-workers motivates me. 
  
A02 Feeling that my work is valued and 
appreciated motivates me. 
  
A17 A sense of satisfaction I get from my 
outstanding work achievements motivates me. 
 C05 I get a sense of personal 
accomplishment from my work. 
  
Page | 210  
 
MOTIVATIONAL 
FACTORS 
TYPE OF 
REWARD 
SUB-TYPE OF 
REWARD 
FULL NAME CODE PART A QUESTIONS PART B QUESTIONS PART C QUESTIONS 
Other 
Motivational 
Factors 
  Good Working 
Environment  
  
OMF -
GDWENVIRON 
A04 Having good sociable/friendly work 
environment motivates me. 
 
A09 Working in an environment that allows 
me to learn and grow motivates me 
 C07 At work, I get opportunities to 
learn and grow. 
  C12 I am made to feel that I am an 
important part of this organisation 
  C13 I would recommend working 
here to friends and relatives. 
Other 
Motivational 
Factors 
  Job Satisfaction OMF -JOBSATIS A05 An opportunity to do what I do best 
everyday motivates me. 
 C06 At work, I have an opportunity 
to do what I do best every day. 
  C10 All in all, I am satisfied with my 
job. 
Other 
Motivational 
Factors 
  Performance 
Management 
Practices 
OMF -PMPRACT A03 Getting feedback on my performance 
motivates me. 
C04 I do get feedback on my 
performance. 
A06 Being provided with the material and 
equipment I need to do my work right motivates 
me. 
 C08 I have the material and 
equipment I need to do my work right. 
A07 Getting training and development that I 
need to be effective in my job motivates me 
C09 I get training and development 
that I need to be effective in my job. 
A08 Receiving clear goals for performing 
my job motivates me. 
 C02 I know what is expected of me 
at work. 
  C03 I can see how I contribute to 
the bottom line of this company. 
Employee 
Motivation 
 MOT Motivation MOTIVATION A18 I am motivated to give my best effort at 
work each day. 
C01 I am willing to put a great deal 
of effort that is beyond expectation in 
order to help this company to be 
successful. 
  C11 I want to come to work. 
  C14 I am determined to give my 
best effort at work each day. 
  REWSAT Overall 
satisfaction with 
Rewards 
(Financial and 
non-financial) 
REWSAT  B09 The rewards I get match my 
outstanding performance. 
 
B10 How would you rate your overall satisfaction with the current performance-based rewards (annual salary increase and a performance bonus) offered by the organisation? 
 
 Very Satisfied   Neutral   Not Satisfied 
 
